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fholds this group out to Wall Street as an empowered separate control function. It is siill not empowered or
separats from the influence of the commercial side of the Company. If you go back to 1998,1897,1998,1999,
and part of 2000 RAC was not able to lurn a deal down nor was it given the appropriate time to even raview a
transaction. Fair value accounting and aggressive mark-lo-market treatment has put Enron in the position its in
today(E.l. assets, merchant partfolio, EES problems). Enron should separate and further empower RAC's
impact on transactions. f RAC turns a deal down it should not go through an ENE Office of the Chairman for |
approval. It should go to a broader management commitiee for approval. Again, If execullve management can
not say na lo a lransaction for what ever reasans (immediate earnings needs, then the process Is self serving).
{ believe If you address this area coupled with the incentive compensaltion of the company, you will make
inroads in establishing credibility with Wall Street and the financial institutions. They are knowledgable of our
probiems more than we think. o

2) | believe internal empolyee morale and the PRC are directly linked. The PRC process has been a negalive
particularly when mid year feedback is givan on August 31(this year) and yaar-end PRC starts in November,
Last year my Mid year review was two weeks after my year end PRC review process siarted. What a joke. |
also beliave lhere is a class/benefil issue of commercial-commercial support that exsists. Front line commercial
winners raceive the benefit of supporting persanal and systems that provide a franchise to transect araund.
There needs to be balance in recognising who creales value for Enron. Maving people around is healithy but
what has occurred over the last 2 ysars is a big negative. We have lost alot of good people and lost credibility
on campus.
3) i slilf do not understand what sr. management and the baord was thinking when allowed Andy Fastow to
establish LJM. Do we think we are beyond approach? This was clearly a conflict of interest! I'm concerned that
the Board, Sr. Management and Andy did not think this was a conflict, anticipate the disclosures and rasulting
fall out. This was another example of Enron's self serving environment.
4)At some point Enron will need to focus on quality earnings and not 125 transactions or aggressive long dated
commodity deals which we hold all the controls on. This type of activity should not be encouraged. It should be
an extreme event. _
5) If Enron is going lo invest capital in companies or buy companies it should be done with experienced
Investment people with years of real successful experience. Not in experienced people that have never made
an investment or run a company before, Also hold them accountable and compensate them when the value is
realized.
6) This organization has no idea on cost cutting or the concept of prudent spending. We tak about It but do little
about it. Unless of course we need to terminate an entire company or group. Healthy operating groups are not
challenged lo be efficient or cost focused. Offsites, daily catered breakfast, redundant groups, movas,
remodeling the list can go on and on. Every dollar we save from excessive spending can go to the boliom line!

& | don't think we have really had a forum for employees to share their ideas with management on different topics-
Iike the committees we had at'one time. Cindy Olson was always listening 10 what employees are saying and
asking people 1o serve on committees to enhance change. Wa haven't done much of this lately.

} don't think we really embraice the vision and values at Enron - wa talk a great game, but we don't walk lhe
walk., We reward and promote people based on the risks they take and the money they make for Enron, but we
consistently promo':fz people to high levels within Enron who treat others like trash. Saveral of them are on the
management committee- Whalley; Kitchen, Koenig (& Rieker), Lavorato, Shankman, 1t really sends a loud and
clear signal to the rest of us, [t is not that the aforementioned aren’t extremly smart, talented and great for this
company, but they aren't the "whole package”. Ken Lay has never treated any amployae disrespactfully. bul he
continues to promote people who do. | think this says something to everyone about how differently this
company will be run following his departure.

t also question many of our business athics and it makes il very hardnlo work for this company and defend us to
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Andy Fastow

Response

& 1) The historic compensation for commercial management and origination encouraged taking undue risks while
at the same time allowing them the abilily to approve thelr own transactions. This was truly a self serving
environment with no accountability. Many of thess managers have left/fired from Enran, (but much wealthier at
Enron's curtent employees and shareholders loss). The centralized Risk Assesment and Control process was

- and Is still a joke compared to other financial Institutions with similar risk profiles. Senior Management held
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Andy Fastow

Response

others. | think wa ptay toa much in the gray areas. | don't think we are wrong In the California situation, but it
certainly makes me wonder what | don't know. | can't defend us when | know we pride ourseives on bénding
the rules to meet our needs. | question Fastow and the LJM deal. | realize that it is legal, but I think it walks ar
ethical line when out CFO persoanally profits from an Enron deal like that. 1t warrants external attention.

I think we need to take a look at the way IR has handled our stock price drop. | don't think our “logistics
company” message has worked AT ALL. None of us even understand it, so | don't know how anyone else can
not customers, not analysts, not the media.

Wae reslly have some good guys here at Enron too- Frevert, Sherriff, Kaan McConnelt, Horton... they wark har
and follow the vision and values.

| think lha issue is that if we aren't ALL going to follow the V&V, then just get rid of them and quit touting them.
Be clear with what the rules are 1o move ahead in this company. .

i ' EC2 000046238
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Dave Delainey

Response e

@ Compensation needs to be linked to longer term performance where appropriate (originators get some of
origination up frant, but the bufk of it based on the performance of the transaction they originated over a couple
years)

' Need at least a rudimentary risk system built and functional for all new businesses. Make sure there Is a real
check and balance (EES had a risk group on paper before Delainey, but due ta management make-up of
origination sKills, it was not functional)

inside morale and outside confidence will easily follow if olher improvements happen.

@ Of my many years of service at Enron, 2001 has been the most challenging and disappointing. After the
announcement of the new vision and reorganization, the EES organization was held hostage for over six
months while mansgement decided how to deploy this'new arganization. All past history and good ideas and
work are regarded as "the spewn of the devil child". | want to state that | know thal Dave Delainey has the right
idea for the company, but the execution of his vision has been tortuous and inhumane. Rather than
determining in March that we needed to make reductions and taking immediate action, management hid behind
the PRC system and dismissag employees for performance,

The PRC was nothing bul 2 good old boy system at it's worst. it was nothing more than a rubber stamp of the
perception of oaur abilities by the new organization. . My review stated nothing of my feedback or
accomplishments but rather mada vague statements that provided neither guidance nor objectives. [t appears
that the people who have nothing better to do than showcase themseives to their management succeeded
while those who actually kept their heads down and worked were pushed into the lower categories. | believe in
meritocracy but it should be based upon actual resuits not sormeone's perception of personalities.

Senior management, specifically Evan Hughes, has been extremely unprofessional and insensitive lo the major
changes that have occurred. Evan stoed up in a meeting of over eighty people and said varbatim: "if you don't
iike it, leave.” | do not befieva that this reflects Enron's vision or valuss.

In January 2001, | was one of Enron's biggest cheerleaders. 1could not say enough positive words about our
vision, our employees and my job. In August 2001, | am contemplating how high the stock has to go before |
can exit. This change in alitude saddens me.

& Inlight of our published "values” raspect is one of the ma]or challenges our managament team should
concentrate on. While | did not selact the disparity between commaercial and non-commercial as a top 5
chellenge, some of our lower level commercial managess (Dlrector thru VP)could utilize a bit of humility.

Those who have excelled and are excellent rale modals include Mark Frevert, Dave Delainsy, Mike McConnell
and Janet Dietrich.

Our employee henefils lmplementors could use improvement, it's difficult to get the right answers at the right
time when one needs to make changes outside of open enraliment.

& After seven years al Enron, | am saddened to share that | have bean contemplating leaving Enron after the
hellish EES reorganization. Enronians were treated
with little to no respect during the redeplayment/reorganization process. While | strongly gree with Dave
Delainey's vision for the future, 1 believe that
the treatment people have received has been unacceptable and counter to the Vision and Valies Enron
proudly displays in uqne lobby. The morale here is at an all time low and it's become an incredibly depressing
place to work.

My hope is that Ken and the new management team will rescue us from the abyss. Save us!

TC2 000046239
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Greg Whalley

Response

@ 1. | think Jeft Skilling's biggest problem was that, despite all the media blitz, he was not a charismatic leader,

&

like Ken Lay, Les lacocea, Herb Kellerman. Enron used to have VERY charimatic leaders that the employees
loved like Ron Burns and Rich Kinder. There are no longer leaders of that ilk here in Enron, External

- customars would hear Ron Burns speak at industry functions and call to say "l want to work for that man!" Jeff

Skilling could not engage that charisma with the media or with the employees. Greg Whalley is even worse.
I've worked with that man for six years. He is mean-spirited and hateful to employees. | have seen him be
mean just for sheer enjoyment. He has no charisma, In fact, outside peers have commented on his nastiness
to customers and employees afike. | think you're moving in the wrong direction by selacting him,

Furthermore, something must be done about PRC. It does nothing but demoralize and produce the aggressive,
nasty environment that makes most employees leave. Firsl, it undermines the first line manager, who may feel
the employee Is doing a great job. Second, while it may produce the competitiveness that Enron strives to gain,
it also produces an aggrassive, back-slabbing, unconstructive environment that is too difficult for most people
to exist in. (In short, only the nasty survive!) ‘ . )

Finally, | work In risk management, | have seen VP's and trading directors make up a number, call down to the
risk managers and say, this is what | want to report today. Move the curves 10 maka it that way. | have seen
directors tell traders to move curves in outmonths to generate income that the traders did not believe was real.
I have seen traders leave Enron because Enron tampered with the "ethies” of the curves, and | have seen the
trading directors deride tradars who tried to stand up to his ethics. ! hava seen trading directors instruct book
parsonnel to boost volumes on long term deals that aren't there to generata quarler earnings, only to have to
reduce those actuals later down the road. It's unethical, and as a stock holder, | can understand industry
skeplicism. .

1. Stap rewarding people for doing HORRIBLE deals (Pal-EES,Rice-Broadband, Whallsy-Metals, Sutton-
Dabhol, Mark-Azurix, ete.), and spread that compensation around the company to lower level employees.

2. Be more straight forward with our earnings to the analyst community.

3. Give the pipeline group some credit for what they'va built, maintained and grown lhrouéh the years,

| believe the biggest problem we have at Enron -- and one of the top reasons why morals is so low -- is the lack
of values in our management. | think Ken Lay lives the values, but | don't see the same commitmant in other
management members. For example, some of the worst abusers of our values are on tha Culture Commiltee -~
like Beth Tilney and Dennis Vagas. How can we trust management when the very people that are positioned to
live our values are the worst offenders? | have to also say that Greg Whalley scares me for the company. While
I'll giva it to him that he's brifllant, | can understand why the stock went down afier that announcement. | am,
however, thrilled to have Ken back at the helm again.

First, | think selecting Greg Whalley as a replacement is a terrible mistake. He's a mean-spirited, foul-mouthed
man. Envon employees hate working with him and | can't imagine that he would improve Enran's reputation of
being overly-aggressive. In fact, he Is the poster-boy for alf the bad things said ebout Enron. This needs to be
rethought. | know he is a brilliant man - he just is not a leader. He had no personal charisma that inspires
leadership. .

Second, the PRC needs 1o be eliminated. There HAS to be a better way to award bonuses that demoralizing
employees and undermining first line manegers. PRC just creatas a hostils, mean-spirited environment by
overly-aggressive emgloyees who step on nice, ethical people. {It's alot like the elevators. Aggressive people
will walk up from the back and step in front of people who'd been wailing a long time. Most polite people don't
object but they end up’standing in the lobby. It's symbolic of what the PRC is like. Are the aggressars that
push past everyone better workers and deserving of more bonus money?) Like President Bush said, "We need
a kinder and gentler Enron”. Paople no longer want to work here because of the aggressive, hostile
environment and the only people who stay (and thrive in this environment) are mean-spirited people.

Some people in senior management positions may be good at the deal, but have little leadership ability (e.g.,
Jim Fallon, Grag Whalley, Kevin Hannon) while the true leadars go unnoticed {e.g., Stan _Horton. Rob Walls,

Tharsduy, Seprember 86, 2001 . EC2 000046240 Page 4 of 38 )



Greg Whalley

Respanse

Mary Joyce). N

@ | don't think we have really had a forum for employees to share their ideas with management on different topics-
like the committees we had at one tims. Cindy Olson was always listening to what employeas are saying and
asking people to serve on commiltees to enhance change. We haven't done much of this lately.

I don't think we really ambrace the vision and values at Enron - we 1alk a great game, but we don't walk the
walk. Wae reward and promote peaple based on the risks they take and the money they make for Enron, but we
consistently promote people to high levels within Enron who treat others like trash, Several of them are on the
management committee- Whalley, Kilchen, Koenig (& Rieker), Lavoraio, Shankman. it really sends a loud and

- clear signal to the rest of us. It is not that the aforementioned aren't exiremly smart, talented and great for this
company, but they aren’t the "whale package”. Ken Lay has nevar treated any employee disrespectfully, but he
continues to promote pecpla who do, | think this says something to everyone about how differently this
company will be run following his departure. L. , .

I also question many of our business ethics and it makes It very hard to work for this company and defend us to
athers. | think we play too much in the gray areas, | don't think we are wrong in the California situation, but it
cerainly makes me wonder what | don't know. | cen't defend us when I know we pride ourselves on bending
the rules to meet our needs. | question Fastow and the LUM deal. | realize that it is legl, but | think it walks an
ethical line when out CFO personally profils from an Enron deal like that. 1t warrants externat altention.

I think we need to take a fook at the way IR has handled our stock price drop. | don't think our “logistics
company” message has worked AT ALL. None of us even understand it, so | don't know how anyone else can-
not customars, not analysts, not the media. .

We really have some good guys here at Enron too- Frevert, Sherriff, Kean, McConnell, Horton... they wark hard
and follow the vision and values,

. I think the issue Is that if we aren't ALL going to follow the V&Y, then just get rid of them and quit louting them.
Be clear with what the rules are to move ahead in this company.

. | EC2 000046241
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Janet Dietrich

Response

@ Inlight of our published "values" respect is one of the major challenges our management team shouid.
concentrate on. While | did not select the disparity between commercial and non-commercial as a top 5
challenge, some of our lower level commercial managers (Director thru VP)could utifize a bit of humikity.

- Those wha have excelled and ara axcellent role models incfude Merk Freveri, Dave Dslsiney, Mike McConnell
and Janet Districh.

Our employee benefits implementors could use improvement, it's difficult to get the right answers at the rlgl;t
time when one needs to make changes oulside of open anroliment.

, EC2 000046242
|
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Jeff Shankman

Response

& 1don' think we have really had a forum for employaes to share their ideas with management on different topics-
like the committees we had at one time. Cindy Olson was always listening to what employees are saying and .
asking peopls to serve on committeas to enhance change. We haven't done much of this lately,

| don't think we really embrace the vision and values at Enron - we talk a great game, but we don't walk the
walk, We reward and promote peopie based on lhe risks they take and the money they make for Enron, but we
consistently promote people to high levels wilhin Enron who treat others like trash, Several of them ara on the
management committee- Whalley, Kitchen, Koanig (& Rieker), Lavorato, Shankman, it really sends a loud and
clear signal to the rest of us. It is not that the aforementioned aren't extremly smanrt, talented and great for this
company, but they aren't the "whole package”. Ken Lay has never treated any employee disrespectfully, but he
continues 1o’ promote people who do. 1 think this says something to everyone about how ditferently this
company will be run following his departure. )

| also question many of our business ethics and it makes it very hard to work forthis company and defend us to
others. | think we play tos much In the gray areas. | don't think we are wrong in the California situation, but it
cerlainly makes me wonder what | don't know. | can't defend us when | know we pride ourselves on bending
the rules to meet our needs. | question Fastow and tha LIM deal. | realize that it is legal, but | think it walks an
athical line when out CFO personally profits from an Enron deal like that. it warrants external attention.

1 think we need to take a look at the way (R has handied our stock price drap. | don*t think aur "logistics
company” message has worked AT ALL. None of us even understand it, so 1 don't know how anycne else can-
not customers, not analysts, not the media.

We really have some good guys here at Enron foo- Frevert, Sherriff, Kean, McConnell, Horton... they work hard
and follow the vision and values. : .

| think the issue is that if we aren't ALL going to fallow the V&V, then just get rid of them and quit Iov.iting them,
Be clear with what the rules are to move ahead in this company.

; ' EC2 000046243
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Jim Fallon

Response
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@ Some people In senior ma
Jim Fallon, Greg Whalley,
Mery Joyce),

——— .
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-John Lavorato

Response

@ [am currently in redeployment and have felt like | have been able to get an Interesting view of the company
currently, having had discussions at all levels of the the company and most every major group. What | will lay
out is the current view of Enron which was assembled over the last month. The conclusion | came to may be
obvious fo many, but was a learning experience for me. The discussions were had under the auspices of
looking for a senlor origination position for a person with a 17 year background in the gas power business from
the trading and finance side. Alll have talked with feel that we are a very different company than we were two
years ago (which was when | staried at Azurix). The thought right or wrong is that the orginal core group that
made Enron what it is is todey made their money and have left cne way or another. The new group is very
bright, but currently doesn't have the strategic capabilitias that others had before them and there has been a
large gap Ieft by Jeff leaving. Related to skill sels it is felt that trading is very much the earnings driver for the
company albelt traditional and strucuctured trades, and no ona can aqual our market information, Although for
this reason, in Enron North America originators have had to take a distant back seat to the traders based an the
relative earnings each has made and will make this year which is supported by Kithcen and Lavorato and isn't
surprising based on their {rading backgrounds. if you want to do origination the groups to look at are EES and
EGM, and the need for arigination still exists although it Is hard to compete with the big profits trading is making
on a corporaie wide basis, We also preach being entrefintrapreneurial and taking risk, but the time from for
how much risk one can take doing that has shrunk to the length between PRC reviews e.g. 6 months . The
message I8 If you don't have a long history with the company, but like building businesses stick to startups you
can make money for within months or you are at risk. In PRC reviews the more senior you get it is all about
dollars brought in and all else has minimal impact. It reminds me of my Marine Corps day when the success
of the mission (e.g. MTM value obtained) was all that matter and casuallies sufferred along the way ware
expected. | don't feel that any of this is necessarily bad, but rather is the state of where we are today compiled
from one persons perspective, | very much feel that Enron is a great place to work for those who {hrive in the
environment we have established, and | expect to be In a new group within the next few weeks. [ am optimistic
about the companies future and our ability to overcome’this down period. In general it appears we have gotien
a little more Darwinistic at least In the front office over the past few years, and therefore if that was the intention
then we should embbrace it and recruit accordingly. If not then change will come by design or by default.
Either way | think we are all happy to have Mr. Lay back. | would be happy to expand further if helpful David
Pruner 713-648-8329,

@ | don't think we have really had a forum for employees to share their ideas with management on different topics-
like the committees we had al one time. Cindy Olson was always lislening to what employees are saying and
asking people to serve on committees to enhanca change. We haven't done much of thiglately. .

I don't think we really embrace the vision and values at Enron - we talk a great game, b?.lt we don't walk the

walk. We reward and promote people based on the risks they take and the money they make for Enron, but we .
consistently promote people 10 high levels within Enron who treat others like trash. Several of them are on the
management commiltee- Whalley, Kitchen, Koenig (& Rieker), Lavorato, Shankman. It really sends a loud and
clear signal to the rest of us. it is not that the aforementioned aren't extremly smart, talented and great for this
company, but they aren't the "whole package™. Ken Lay has never treated any employee disrespectfully, but he
continues to promote paople who do. | think this says something to everyone about how differently this

company will be run following his departura,

| also question many of our business ethics and it makes it very hard to work for this company.and defend us la
others. | think we play too much In the gray areas. | don‘t think we are wrong in the California situation, but it
certainly makes ma wonder what | don know. | can't defend us when | know we pride ourselves on bending
the rules to meet our needs. - | question Fastow and the LJM deal. | realize that it is legai, but | think it walks an
ethical line when out CFQ personally profits from an Enron deal fike that. It warrants external attention.

I think we need to take a look at the way IR has handled aur stock price drop. | don't think our “logistics
company” message has worked AT ALL. None of us even understand it, 50 | don't know how anyone sise can-
nol customers, not analysts, not the media.

and follow the vision and yalues.

We really have some good guys here at Enron too- Frevert, Sherriff, Kean, McConnell, Horton... they work hard

EC2 000046245
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John Lavorato

Response

[ think the issue is that if we ar.en’t ALL going to foﬁdw the V&V, then just get rid of tﬁem and quit touting them.
Be clear with what the rules are to move ahead in this company.

: EC2 000046246
|
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John Sherriff

Response

& |don't think we have really had a forum for employees to share their ideas with management on ditferent fopics-
like the committees we had at one time. Cindy Olson was always listiening to what employees are saying and
asking people to serve on committees to enhance change. We havan't done much of this lately.

"1 don't think we reatly embrace the vision and values at Enron - we talk a great game, but we don't walk the
walk. We reward and promote people based on the risks they take and the money they make for Enron, but we
consistently promote people to high levels within Enron who lreat others like trash. Several of them are on the
management committae- Whalley, Kitchen, Koenig (& Rieker), Lavorato, Shankman. [t really sends a loud and
clear signal to the rest of us, It is not that the alorementioned aren't extremly smart, talented and great for this
company, but they aren't the "whole package". Ken Lay has never treated any employae disrespectfully, but he
continues to promote paople who da. | think this says something to everyone about how differently this
company will be run following his deparlure.

| also question many of our business ethics and it makes it very hard to work for this company and defend us to
others. | think we play too much in the gray areas. | don't think we are wrong in the California situation, but it
certainly makes me wonder what t don't know. | can't defend us when | know we pride ourselves on bending
tha rules to meet our needs. | question Fastow and the LUM deal. | realize that it is legal, but | think it walks an
ethical line when out CFO personally profits from an Enron deal like that. It warrants external attention.

i think we need lo take a look at he way IR has handied our stock price drop. - | don't think our "logistics
company” message has worked AT ALL. None of us even understand it, so | don't know how anyone else can-
nol cuslomars, not analysts, not the media,

We really have some good guys here at Enron too- Frevert, Sherrlff, Kean, McConnell, Horton. . they work hard

i
|
i
|
|
|
|
|
l ) and follow the vision and values.
i
|
|
|
|
|
|
|
i

1 hink the issue is that if wa aren't ALL going 1o follow the V&V, then just get rid of them and quit touting them.
Be clear with what the rules are to move ahead in this company.

& 2things | don't like about Enron 1. There is a lack of ‘doers.’ From my view the company is full of talkers and
salesmen - these are imporiant, but we are overrun with them. 2. John Sherriff tatks about being both 'locse’
and "tight' to aliow flexibility and yet retain control. | don't see enough of the tight. Systems and procedures are
not bad things when applied appropriately.

EC2 000046247
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Ken Lay

Response

. @ lam very please that Mr. Lay is back.

@ ! cams froni a Big 5 environment where eValuauons were also key 1o the organization for promotion,
compensation and work assignment reasons. | participatad in our evaluation commitiees every year and also
was part of an executive team involved in the redesign of the program. Following are dteas where | clearly
beliave that our systern was superior:

- We also had a 1 to 5 rating; however, our bell curva did not require forced rankings for 4 and 5. The thought
was that underperformers would be coached cut so they should not bs included in the bell curve. Many of
Enron’s 4's are good performers that just got forced into that rating because we had to mast the curve.

- Also, we had 2 different bell curves at my former company; 1 for managers and abova and the other for staff
below that level; the thought was that for managers and above we would expect more 1's and 2's as they had
generally been with the company awhile and had developed into very strong performers (others had been
weeded out along the way)

- The other system also had skill sets Iaid out for each level in the organization broken out by 5 main areas
{communication, technical, industry expertise, people development, and client service). For each of the 5 main
areas, there were a numbar of skill sets that the employee had 1o acquire before he/she could advance. Using
this systam, we were able to help coach people on whal skiils they needed to advance o the next lavel.

- Enron's system goes through full evaluation twice a year however there doesn't appear {o be any value add
from the mid year review; my former company’s mid year review was used to identify poor performers and help
gel them back on track and ta identify superstars to help ensure they were given the opportunitias needed to
get promoted to the next level by year end (this process Is a Iot leas lime consuming but does have the value
add because we were not 25 interested in raling each invidual at mid year)

- the "¢lass system” (commercial vs commercial support) makes the PRC function less meaningful becausa
even those in commercial support who are closest to the commereial group fare best in the PRC

- finally, | was discouraged by the most racant PRC process because aftar the process was over | heard that
the VPs in our group had met prior to any of the PRC meetings and preranked everyone in their 3 groups; there

, was even a spreadshaat that one of my peers had that showed where everycne fell out; why go through having
all the meelings if there are going to be prerankings?

Over the past year or so, | have had much less autanomy in performing my work and feel that management and
peers are altempting to micromanage the work that | have been doing, successfully and mare or less without
much oversight, for 14 years. It wastes resources, lime and money, when | have to explain to s half dozen
people why wa should do things | used to just be able to do, and | don't see lhat it has helped the proceas. And
while | have been pressed to communicate my activities to our group and to others outside the group, it seams
to be a one-way street. Those asking for the information are not sharing any with me!

And on the subject of communication, one thing that makes it vary difficult for me to share informatian {) am in
government affairs) is the impossible task of keeping up with the commaercial folks, who they are and who
supports them. There are no notices when folks change responsibilities and no org chart to see who might be
interested in events in"a certain région or on a certain utliity system. | hava to put tags on all my emalls “please
send to others who might be Interested” becauss | have no way of keeping track of who they might be.

I'would check the staffing lavals in government affairs. | think the recent movement to lass autonomy is a result
of having perhaps too many peopla deployed with not enaugh lo keep them all busy. Thers seems to be more
and more overlap of responsibilities, with confusion and internal politics bacoming more prevalent. And we
should review our use of outside resources in this group, and reward folks who find ways to accomplish things
without heavy rafiance on outside counsel and experts.

And in gov alfanr:l we seem to have a hard time seiting priorities. One day, a pasticular state may be taken oft
lhe list of stales we are active in, ahd tha next day | will get an urgent phone call asking what is happening there
because we have some big project we want to do there. We need much better coordination in deploying our
resources and setting our priorities and goals. It is very hard lo respond lo requests for information about states
that we have stopped following, or to jump back into the fray in a state we had abandaned. Decisionmakers
tand to discount your position if they don't think you are a long-term player In that arena.

Finally, on the PRC, | have seen lhis system destroy moraie, my own and that of my colleagues, sven when 8
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fairly decent review is given. | think we all welcome feedback, the problem is tha forced ranking of pecple” -
against one another. Particularly in gov affairs, your ranking is oftan the result of how "sexy” and visible the
projecls you are warking on are. Not everyone can be involved In California, and those wha were working on
olher assignments that are more mundane seemad to suffer for lack of visibllity or blowing their own homs,
Some of us are attorneys, others more like lobbyists and others "numbar crunchers.”" Our skill sets and
assignments are so different thal comparing us and ranking us against one another is meaningless. Keep
reviewing us but lose the forced rankings.

We have also saeen promotions of folks who are not team players, and the message we clearly have received is
that self promotion is effective, team playing is nol.

. & 1. Upper management within my businass unit is constantly changing their mind on how they want to have
information presented. Because of this, my group spends a [ot of valuable time "rearranging” the same old
information instead of analyzing data and impraving processes. .

2. One way to increase Internal cost savings would be to plan better for costly employee movas. | know of
several groups who have moved three or four time within the last six months. If a little more thought were put
into these changes, we could probably reduca the number of times employeas move and save a lot of money
on churns.

3. Glad Mr. Lay is back!!

& Enron has lost it's spirit. That comes from the heartbest of the employaes. The employess are confused and
frustrated. They work hard and then are crushed by a true casting systam with the PRC process which is not a
true evaluation of their work product. 1t can't be when you are not comparing like job responsibilities and
duties. Enron computer syslems are fragmented. Thera is ioo much emphasis put on find yous answers on
line. What happened to people talking to each other? There Is no consistency in poficy and procedures. There
is a mentality that you must work late hours and weekends to be perceived as doing a good job. Managers and
Supervisors are confusad about glving good feedback lo their employees prior to PRC. The reality is that
employaes can be doing good work and right on target with what they are supposed to ba doing
but when they are compared to other departments and different job rasponsibiiities the become lower ranked.
Performance Management is important and a necessity. Here at Enron [t creates conflict, jealousy, distrust and
a host of other work environment issues. Someone with really big arms needs lo reach out alt araund Enron
and bring it back home to B good place lo work with values and integrity in tact.

# Realignment of incentives {noled above as my #1 concern) The tremendous p:essure to generale earnings has
created a culture that rewards commercial people for closing deals where immaediate garnings can be marked.
Once the income Is taken there is little incentive for the commercial people to diligently stay with the transaction
through successful execution. We have seen many examples of this in the international asset portfolio as well
as our domestjc investment portfolio. We have also seen examples of this in tha commeadity side of the
business where income has been marked without appropriate followup to execute proper contracls. The
solution is to change the compensation struciure to pay commaercial paopie the majority of their banus upon
successful execution or monetization of the transaction not just closing the transection and taking a MTM write-

up.

¥ 1. A number of years ago, | remember you (Mr. Lay) addressed, at an all employee meeting, the criticism of the
"oil industry” of our use of Mark-to-Market accounting. | was very impressed wilti your answer, you said that
there were three important points: (2) we are not an ol company. {b) other industries use M-to-M accounting, so
we are not alone, and most importantly (c) there is very little risk because our average contract M-lo-M'ed is
only 18 months zi:ration. Belng a PHD In Economics | am sure thal you are awara that the EES 10, 15 year, or
more, contracls that were M-to-M'ed are a huge risk for Enron and that sost of accounting needs to stop with
respect to all future long-term contracts. M-to-M accounting Is fine for short-term trading contracts but results in
an inappropriate risk for both the long-term power sales contracts and EES deals.
2. | applaud the diversity of your selections for the office of the chalrman. Bui you need to alsc add someone
with a true technical background. Enron was about to become a Harvard MBA playground. A May/June 1995
Journal of Management In Engineering article; HARVARD HINDSIGHT stated the following: “...people
with...MBAs have a panchant for hot, high-paying tareers that...tum into the next investment Titanic, They
rushad into investment banking in the mid-80s & pharmaceuticals in the early 90's. Both... soon suffered
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* performance, Compuler syslems, for example, have seen a decline in MBA hiring matched with an.increase in
return (well, remember this was a 1995 article and no one pravent business cycles), The energy sector hit a
high when their MBA hiring bottomed out." .

3. 1 am sure that you (Mr. Lay) and the Enron Board know that Enron senlor management compensation In a
number of circumstances has been far beyond the contribution of that senior management to the earnings
growth of Enron. Even though Skilling brought a lot to Enron, he was a classic example of a person pramoled
beyond their level of competance as his personality was clearly not suited to CEO or Chairman (where
stockholder inlerests are important). | have never seen a drighter more destructive personality. We do not
resent your compensation Mr. Lay, nor even Skilling's past compensation. We agsuma that neither of you got
individual project bonuses. But L. Pal, J. Sulton, Rebecca Mark, Ken. Rice, and others received campensation
in 2000 that far exceeded any earnings directly attributable to their performance. It has been a huge
embarrassment o see’ persons like those being hugely compensaled due to position and/ar for bringing in bad
deals. Soma received huge bonuses for thelr ability to hide the facls from upper Management and the Board
untit it was too fate. That is the principle reason that we have $billions in intemational assets invested in projects
that are returning 0%. Too many upper management people have been warking for too many years within
Enron for their huge personel project bonus and, therafore, not working for the good of Enron's samings. The
compensation of the Enron's bisiness unit leaders must be based on solid contribulions to earnings growth
{and not greater than that eamnings growih for example L. Pal), not risky, one-off M-to-M'ed contracts, Business
unit leaders should not get project a bonus.
4. Mr. Lay, you certainly must be aware that the current accounting practices make asset ownership worse over
time. If not, you need to look into it because returns on assets get worse over time if they are not sllowed to
normally depreciate. There has been too much bending over backward to create quarterly earnings while
sacrificing longer-term earnings. | am sure that you recognize that a balence of trading and quality assets will
regain our credibility with the analysts. Achieving quarterly eamings targets, with one-off asset sales was not as
big an issue with the analysts when wa were conslantly developing new assets to replace them. Clearly Kinder
Morgan demonstrates with their 11% return on KM! equity that you can get good returns will good assets, if we
could get there (11%) with assets and add trading earnings on top of that, we could blow the competition out of
tha water. Have you and Rich Kinder talked about merging and then being co-chalrmen for 2 year. That would
be the quickest fix | can imagine for our credibility with the analysts. )
5. Mr. Lay, you need to modify the compensation of traders. | know someone who has done trades with Enron.
Wher it came time for the trade to be ralled aver or expire, that person would havae besn happy to roll over the
deal but the trader let it explre. The new deal was worse for Enron, when asked why the trader did that, the

. answar was, | get compensated for new deals not maximizing the benefit to Enron.
6. You must be aware of the devastating impact that 2 16% forced ranking system has on moral, In addition lo
the 15% devastated by their mid-term rating of 5, there has to be at (east another 15% who feel that but for the
grace of god | would have been ranked a §, what does that do fo their moral. Yes, we need {o get ride of some
persons but tha arbitrary and capricious method of ranking 2 or 3 actual performers a 5 to meet the quota is the
craziest scheme | have aver hard. Walk-tha-talk about the quality of lhe amplayees that we have here at Enran
and take quick decisive action to change this system before it is too late.
Ah, Mr. Lay, you have many challenges, but | know that you are up to it. You are well an tha road to diversity of
Enron's upper management (expatience/background) which will halp you open communication, improve
integrity, enhance respest and bring us back o excellence.

& This can be the best of doinpanies and the most cannibalistic of companies... It a titanic-sized airplane that
altempls rapid course changes and movements at every hourly weather report. The pilota(managers) ARE
then THE "lifeline” to everyone, and they simply have not even attempted to advise their "valuabie"

{consansus - inside and outside Enron is really "VERY EXPENDABLE") empioyses of a course change, etc.
So.,... the corporate reality is that the injured and dying "passengers” are “collateral damamge”. Lipservice or
ambivolence ("aid" by HR) may be “aired" (ONLY), and the “healthy soldiers" are ordered to slay focused on the
"war” - no time for other team members - there is a WAR ON! And, the "Enron Army” Is further established with
our glorification of "The Weakest Link" PRC moadel reaching new heights vearly. Frankly, itis to a new lgvel of

Ken Lay

Response

declines. Industries...winning the high-priced bidding war for today's Harvard MBA should be viewed with )
caution. At the top of this list, altracting 30.9% of Harvard MBA 1993 graduates is management consulting.
Entartainment and media are also in the midst of MBA hiring spikes. Thus, if tradition holds true, those sectors
will begin to decline... it was also reported that the fewer MBA holders atiracted to an industry, the better its
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company sickness that "The Devil's Advocate™ would admire.., The clack Is ticking here... We're an cmc:-zn‘u’:li;.I of
ruthlessness... Tha new term out "Enron: Heartless Possibliities" is earned and out!

I think you'd get about 70-85% agreement on the above analogy.

Personally,... we're hoping this really Is "Return of the Jedi" that people are calling Ken's return (vs. Empire
Strikes Back - under $killing)... We not truly need to hear It vs. spend wasted time discussing which class action
suit was listed in the Chronicle this month regarding Enron's PRC injustices (and should we consider it - or ba
forced to think about it based on today's PRC fear management resutt).., I'll finish by saying that ['ve naver been
at a company where so many peolple worked so hard and felt equally devalued...

& lts not fair to not receive @ merk or a bonus, after you have jumped thru all the hoops and someone else has
taken credil for your work, '

& As background, my name Is John Carlson and | wark for EES In the Midwest Reglor{ out of Kensas City.

In short, | feel | am not being given a fair opportunity in regards lo education assistance and tuition
reimbursement. | was racantly accepted to the University of Chicago part-time MBA program (same exact
curriculum as the fuli-time programs except we have two classas avery Saturday). | chose the weekend
program sa it would nol affect my work at Enron, to hopefully add more value to my work at Enron, and .
because | live in Kansas City and have fo travel to Chicago. To clarify, this is NOT an accelerated or executive
MBA program. This is the standard MBA that the University of Chicago offers,

Senior management has since denied my request for reimbursement. Here are some of my concerns:
1. EES policy states that "immediate supervisor; In conjunction with Human Resources, is responsibla for

approving course application and ensuring compliance with this policy." |, howaver, was fold | had to have
senlor management approval for tuition relmbursement.

2. EES policy states that programs for reimbursement "must either qualify an emplayee for present dufies or
prepare an employee for future placement within the company”. As one reason for denial, | was told the MBA is
not a prerequisite for the next two levels of promotion above my current lavel. 1 am not pursuing this degrea lo
further my current position, but rather to open other avenues within Enron and add more vatue to Enron,

3. Given Enron’s track record for having one of the best talent pools in corporate America | was surprised and
very disappointed with the decision notto help. | think EES and Enron, given the opportunity, would want to
help a current, high-performing, employee improve thelr business skills, leadership potential, and job
performance.

| would appraciate anything you can do lo help out with this and am willing to discuss this further.
Thank you for your time and consideration.
Sincerely,

John Carlson
B16-880-3571
jcarison@enron.com |

& 1. Figure out how VP level people can help the company - there are a lot of us and many of us have lurnaround
experience, .
2. The external view of Enron has to change. The last six months of Skilling have damaged severely the
previous 15 years of Ken Lay.
3. Please don't recreate the "mutual edmiration society” mentality that pervaded a significant majority of the
graup of senior execs that recently cashed out at $80 a share.and left the rest of us hoiding the bag.
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@ | Love working for Enron but | feel that the direction that EES has taken is not good as compared 1o our past
model. I've worked In this industry for 10+ years and EES's original business model on bundied deals in my
opinion was un-beatabis, | feel that we could have done a better job @s a company controling internal cost But
since we've changed models and broken up development and construction | feel that we havg lost our
advantage and direction. | have no canfidence in EES executive managment and the course they have chosen.
I'm concarned since we have been re-aligned into EFS we will no longer be the leader in Energy Services
related EAM arena. Staff morale is low due to slashing of peers even though we know it was necessary. | have
accepted a position with EFS and tha benefits for managment such as myself and my partners is significantly
less such as: no options, pension plan In lisu of savings plan, out of pocket insurance cost are higher, no vision
plan sic. It is a variety of things that has attacked marale. Our construction arm of EES has been moved to EFS
and that did not sit well with staff and paers, many of us feal it was a step down. | do however work with some
of the most dynamic peopla that | have ever worked with in my 20+ years of work expsrience, 'm afrald that we
will lose some of these key piayers o the compatition due to the diraction of EES's present and recaently
changed business model, | feel that if the old model was fine tuned and internal cost and procedures refined
thare is not a competitor out there that could touch or beat usl We need o evaluate the diraction of the EES
ship. At the field level there is so much demand for what wa do, if wa combine commeadity with canstruction and
services it is unbeatable. yes construction does not carry the higher margins but it is a necessary elemant in our
offering to client request.

& The accounting department needs alot of help. They never answer the phone, no mattar who you call and they
never call you back.. The xms system has really got some problems. Wa have been having s0 many problems
with entering an expanse report and one or two months iater, it still isn't payed because the system just lets it sit
there, Every invoice we send to accounting takes way to long to get put into the system and then get
processed, which in turn, our vandors are not gelling payed for months. This causes major problems and as a
result, our employees are getling thelr cell phones turned off and their Amex. payments ars being turned in late

_ with fees. Our end is taken care of right when we receive tha bills (they are immedatly turned in). Can
something be done ta take care of any of these situations?

& [ would like to mimic voulunteer activity here in California to that of Houston. This is ditficult because thera is no
communily relation staff here that | am aware of. | currently have an idea to refurbish a Girl Scout Camp in the
San Barnardino Mountains as part of the grant program and to physicaily implement some of the repairs as
Enron Involved,

Since Safety was transferred to EFS, the impression | currently hoid is that safety has taken a step back. | do
not know the policy of EFS and whether this policy is any ditferent than the previous EES safety. Is there a
national safety meeting scheduled for the safety group ke last year?

We do conceptual work for Enron depicting 8 proposed central pfant or co-gen plant at varlous locations and
never recieve any feedback as to tha outcome of the proposal, Feedback Is important from EES to assist in
fulure conceptual designs.

® 1 38gree with Ken when he said that Enron needs to get back to "vision and values”. | fasi respect for each other
has gone way down. The Sr. Admins seem to ms either to be under to much stress or they have just gotien all
rude, abrupt and down right disrespectful, mainly the ones in Houston when they call here in Portland. Power
trips are getting old and do not help anyone.

» 1. Rumour has itihere are lay-offs planned for Dacember. is that still true now that you are back er are wa
going to use PRC's to get rid of people again.
2. 1 find It surprising that 45% of Enron Is cansidered a 4 or 5. | thought Enron was to hire the best. Is HR
wrong 20 - 25% of the time?
3. {you need 1o decrease the wprk forca, lay paople off rather than use PRC. That would have more integrity.
The stock price can't get too much worse. .
4. Support funclions are expacted to 'do what ever it takes’ to get a project done. Thatis fine once in a while,
but we try to have lives too, It would be nice if wa were given a day oif here and there for all the nights and
weekends we have spent here.
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@ 1. We are very strong at developing new markets. Howaver, in my view, we are very weak inthe  _ .
fundamentals - the blocking and tackling of business. Wa are a deal shop and value getting a deal done. Littl
value Is placed on the execution and follow-up. Fundamental economic flaws in transactions are often ignored
or not realized because of the emphasis on getting the deal done.

2. We must develop a deep bench of senior executives, These executives must be schooled in public
appearance. They must be sensitive lo the averall nature of business and the political implications. Qulside of
Ken Lay, right now, it appears that we have senior executives that are seasoned traders who have very little
appreciation for things outside of live besides Irading. They do not appear to be a well read bunch - i.e.. no
appreciation for history, aconomics, politics, etc. Further, outside of Ken Lay, our senlor executives have
limited "presence," The preception of their character and leadership is lacking. In addition to Ken Lay, we neer
lo develop leaders that are well respected because of their character, ieadership abilities, public image, stc.

& The employee morale has suffered because of such a huge drop in stock

price. I'm glad 1o see Mr. Lay put bringing up the stock price back up. As amployees we're looking down the
road at retirement. Thanks

for coming back and bringing integrity back to the top job.

& 1. Little or no respect given to people who did not pass through the Assaciale program. 2, Less value is given te
p'ple with business experience and mara value is put on expertise in financial modeling. 3. Great technical
people are promoted into management positions and these in most instances are bad managers. Have a
different grwih plan for these p'ple other than management. 4. Enron has a Iot of young management with' no
diversified exparience. 5. | think Enron has had great successes in getting to the top but in order to stay on the
top it may need to change some of its tactics. What gets yott 10 the top is not what necessarily keeps you there.
Wae need to learn from the Walmarts or GEs who have been there for a long time. 6. Diversity at all lavels all
the way through management, not just "tokens'here and there. Diversity meaning white, black, Asian, young,
old, married, not married etc. 7. Support peop!e are not rewarded, only commercial even though the support are
the ones in most cases who clean up the mess the commercials made and which earned them huge bonuses
and prornotions. 8. Comparing commercials with support in the PRC where %s the two have different emphasis.
One is on making money the olher is on containing costs or controlling risk.

& Mr. Lay: 'm so glad you're back!!! It warms my heart 1o know that you will be there for us. Thanks lo Linda as
well. She is a greal tady.

i
i
i
.
i
1
1

& Another ssue:
Examine departmental promotion criteria and practices...exactly what crileria is being usad o promote certain
individuals as opposed to others. What are the practices/criterla/conditions? Is it longavily; i.e., an employee
has been in service for numerous years & now they are antitled to move 1o & new job level? Is it judgment-
based criteria? Is it on performance as it Is being touted?....How important is innovation and
creallvity?....Management has often timas stated during a PRC process session....."perception is reality”, yet
when promations have occurred ...the ‘majority’ of the employees remain perplexed as to what
criteria/accomplishment (those) promoted employees actually atiained/fulfilled. Would not even some small
part of the reasons as to "why" that promotion was granted (or a ranking of one given)...be ‘apparent’ to those
promated employees and those receiving a rank of one as well as lo their co-workers in addition to
management? ( even some of those receiving promotions or rankings of one, though thrilled, have
ndependently & honestly expressed that they had no clear idea as to the exact reason )...As for the others not
promoted..(or ranked below a ane) & who would just simply like to know in order lo perhaps use those "metrics®
for their own future goal setting, asking why? or what?.._.is met by management with "an air of no justification
needed..." | wfs once told ....promotion coming....keep up the hard work...mee! this next goal being sel for
you.......& that | could just......and | quote...."considar that your banana on a slring.* Such a stalement brings
many thoughts to mind...including ringing true to tales of times of not so long ago...however, after a statement
Ike that who would have ever guessed....that the string would get even longer & that the "banana” even further
from reach? | do not know whether this is oceurring across Enron as a whole but If ane small part...is a
reflection of the “whole"....then this needs to be looked into & addressed. -

Additional comments {re) The PRC process. A 380 degrea process should also involve an employee's ability to
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during a review. Yes, | know...| know.....& it is undersiood the overall HR reasons and concerns for revealing
such... but as for keeping with the concept of...open and honest feedback... perhaps it might help if comments
submilted during reviews can be subject to “source identification™ upon the request of an employee. Also,
“mutual reviews" shoukd 1ake place not just amongst immediate leam members but across departments where
necessary. For instance, if Person A selects Person B as a reviewer then Person B by default is reviewad
likewiss by Person A, This Is extremely imporiant in cases where they have worked closely on a project
together. Should there be any justifiable reasons why Person B would elect (or be allowed) lo not select { In like
turn) Person A to review them especially when they have worked closely togethar?

Throughout the corporate workl these types of surveys have been known as "Sensing Sessions”. Most often
taken o get a betler fesl of the workplace environment with no resulting resolution to items addressed. Perhaps
becausa (as expressed) the reponse represents only cne respanse amongst many &, as a result, its
significance Is undervalued. And they, also, do come with assurances of respondent confidentiality granted...
but somehow though are reveaied...Is that okay?...Most often times not....but sometimes to effectively see the
direction in which to go...you hava to turn on 2 few lights...& only then can the actual revelation of that that
occurs in the darkness be seen.

in conclusion, there Is much that should bs reviewed. 1 would also like to think that this will be read not by some
consultancy firm...and turmed into a statistician's dream and a 'lay’ person’s nightmare. Do | believe that Enron
has a vision that expects & sets a direction that encourages the apportunity for management to fully utilize tha
latents and skills of its employees and encourages risk-taking, creativity and innovation....Yes!... Yet,
somewhere along the way it begins ta fall short. Why? | don't know why, but...

...the reaching hands through blinking screen, ...In counted numbers many. With hope deferred and just a
word, lo each other we give reassurance.’ :

& Enron senior management must provide oversight of business unils to prevent the looting of the company as

has happened with Broadband and EES's. Lu Pi and Ken Rice should have been fired long ago and managers
need to be held to the same standards as the rest of the company who are actually providing vaiue. Bonus's
aren't being paid to the people on the front lines actually making deals and bringing In value because idiots like
these who lose millions get huge bonus's and promotions.

& We naed fo get a handle an growth. We are growing faster than we can change. Soon we will start to decline
because of overextension and burnout. The infrastruclure is under exireme stress. Although work is being
done in this area, what is needed is not patches but an overall redesign of systems and hardware. Capacity
planning is not being taken seriously. ;

Ken Lay
Response
access or secure privileges to view/hear "source-identified comments” as submitted during the employee's
review. An employea is being required to select thelr list of reviewers (by name)...why then Is any feedback
from that group then kept "anonymous” during the employae's review. Asking the origins of statements made
during reviews is not an option but should be. Anonymous comments are not accaplable in most every format
imaginable including this one...so why should an employee be expecied to accept anonymous comments
l & Keep these kinds of 'back lo basics' activities going...it's great to be energetic and entrepeneurial and
successful--it's also great to be ‘nice’..| don't think the groups of concapts are mulually exclusive. | was first
altracted to working for Enran 11 years ago when i heard about Enron and Ken Lay donating bicycles to the
. 'street police’--| thought it sounded ‘nice’ that an up and coming, exciting company could spend time thinking
about the community it shared. In fact, at that time, { had a fairly successful private law practice. Based on that
bicycle svent, | decided, if the epportunity presented itself, the only company | would go to work for in house
l was Enron. When | started in 1990, Enron proved to be aven ‘nicer’ than | could have imagined.. AND
energealic, successful, innovalive, elc... As time went on, there seemed lo be a palpable exchange of the latter
descriptors (energeticleic) at the sacrifice of being 'nice'---in fact, | balieve in 1997, the scales tipped completely
opposile~'nice’ was all but gone.l was extremely fortunats to have been offered an exPat assignment at that
' time: perfect timing, as | was becoming completely disenchanted with what seemad to me to be a radical
declination of values—-and the business leaders demonsirating the declination wera being rawarded more and
more..1 felt Enron had turned completely upsidedown and had lost any sense of balance. Upon returning to the
. US in 1999, it seemed some of the harshness had at least leveled off, yet exiremea arrogance and cockynass
continued to prevail. If there is a single good thing about the crumbling of Azurix and he broadband business,
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i's that we started taking a few steps in the diraction of humility--these business missteps forced a few
spoonfuls of human fraiity.to be added.to the ‘niceness’ skie of the scale. in the past 2 weeks, fve aciually had
momentary flashbacks of some of the 'kinder, caring' Enron { became so completely and passionately
dedicated to 11 years ago. | completely attribute this to Ken Lay and his clear and parsonal dedication to
integrity and all of our other values. Enron is stilt strong, exciting, energetic , successful and all of these great
things---it will be stronger, more exciting, more energetic, and more successful averall when it re-introduces a
balanced emphasis, internally and externally, on integrity, afl of our values,-and generally being ‘nicer'.

& Upper level management needs to be hald to the same perfomance standards as lower level management. It
is sinful that Ken Rice and Lou Pal mitked the company for so long.

& Enron is a terrific company and | enjoy working here. | do however think that we have gotten a little bit arrogant
over the past couple of years,and need to get down lo the basics of making good business decisions as
opposed lo the seli-serving neads of some highly paid execulives, {(and I'm not refarring to you Mr., Lay.)

& [ have noticed a substancial increase in morale even with the slock being down at an all time low. | sense this
is because of Ken Lay taking the helm again.

My staff are looking for top management to show clear examples of ethical behaviour, faimess and divarsily
and supporting the original values that Enron used to set forth. ’

@ Much of IT upper management does not appear competent. They need to run the IT departmentasa
business. Decisions need to be made economically. We simply cannot build what the business wants simply
because some high up buisness executive request something. If it takes one million doflars 1o build some
software that will be obsolete in three years and two admin. can handle the same task with no additianal
benefits to the businass, it does not make economic sense to do this project. Just this year IT management
finally started capturing project costs. How can you make decisions on valueing projects without having an
accurate accounting of costs. The fact that it has taken this long to begin capturing cost informatien should
show lheir competency. IT management should be promoted and compensated based on what they deliver on
time and budget. Only then will you have accurate accounting and realistic project estimates. They should not
be promoted based on who they know or who they are able to get along with. Thera is a vaat amount of money
being wasted in IT on projects that because of poor management will end up costing three fimes (or more) as
mugch as lhey are worth. The IT department will finally be viewied professionally whan management finally
CANCELS a project because [t has cost more that it is worth or redeploys the management of a project to gat
competent people in place, This is not happening since management cannot politically afford to lel a high
exposure project fail. Since they are not held accountable on costs, they can spend three limes what the project
is worth just to get it done. The business also needs to become much mora involved in ITs projects and
demand valus for the: money being spent and appropriated to them.

& | think that Mr. Lay was correct in saylng things have gone down hill at Enron as far as "RICE" is concerned.
Communication is ry biggest issue. | have not been with the company hat fong. but my family has, and |
always thought that cammunication was very important here. 1t does not seem to be the case anysmore, |
believe that Is somathing that reaily needs to be worked on. 1 am not concerned with the higher offices, but the
managers and directors thal do nol communicate with their employees. 1 think that is critical and it is not being
done well at all.

] Employee comments and suggestion site. gives Enron employeas no excuses. If Enron employess want lo
be the best, or number one Mr. Lay. Each employee shouid prove it! The web site gives Enron employees no
room to complain,

Pl

& PRC: While} believ'a that a ranking system is appropriate, a "forced” ranking is nol Jeasonable and does not
achieve appropriate resulls because it often results in individuals being forced into categories in which thay truly
do not belong, thereby giving them inappropriate feedback and ultimately resuiting In morala issues among all
employees. .

Executive Leadership: | really appreciate Mr. Lay's decision to do the right thing for the company after Mr. i}

Skilling’s recent and untimely departure. Thank you!
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@ | think that Enrons innovativeness is outstanding and is one of thinge tht | ke bast about working here,
However, | think we have taken it to far, things like xcelerate and Just how much Enron focuses on everyone
being creative and what not Is taking our focus away from the REAL ways that Enron makes money. | do agree
that Enron being innovative has been good as it has gotten us a lat of attention and produced a lot of cashflow,
but i don't think it should be a major focus of our business. Just my opinion.

& | belleve that the employee morale has deteriorated considerably since | first came to Enron in 1997, The first
year and a half of my employment | just loved coming to work. | was fortunate enough to work for a El and was
under the management and leadership of two incredible VP's. There was respect among all in the group and
evaryone was super busy. Everyone in the depariment and within Enron appeared happy with their jobs. You
wouid walk around Enron and employees would openly comment on how proud they were to work for such a
great company. | had never seen such company loyally in all of my 20 plus year career. | soon became one of
those many loyal and dedicated employees. However, in my view Enron start ta go down hilf after the re-org of
July 1989 and all the other ra-orgs that have followed. Fram the 4 different re-orgs that | have survived | have
witnasg the following: management leval VPs traat their empioyees with total disrespsact, supervisors or other
co-workers trying to destroy the reputation of well respecied, dedicated employees with strong work ethics just
to make themselves look better, arrogrant employees that think of themselves ta be indispensable and pretend
to be productive, yet spend most of their time "cruising® off the expense of others work product and
performance; people in management or supervisors roles that do not have a clue what It is to be a good
manager - not only knowing their role but the treatment of the people that work for them; employees being
recommend for prornotions of put in supervisory roles that are undeserving of such positons. Further the many
re-orgs and "redeployments"” at Enron hava created a vary "back stabbing” atmosphere, alang with building:
envy and jealousy amang co-workers in the work place. The redeployment Issue has become a joke - it Is like
playing musical chairs, when the music stops you better have land In a chalr. ['think that it would be best to ba
upfront about the supurios redpioyment and have ane major lay off. Enron would be doing the employea a big
favor as well as to the company. ] aiso think that Enron needs to re-examine the people they have in-
management, not just high level management, but across the board. Some really need management training.
£nron’s molto of respect, integrity, communication and execellence has totally gone out of the window. In all
fairness, Skiling had some business innovations and raised aur earnings yet he lacked the ability to connect
with the employeas and communicate with the public. In my view, Mr. Lay is a great example of what a COB,
President, CEQ, COO, VP, Manager should be. ] think thet it was demonstrated at the employee meeting when
Mr. Lay received a standing ovation from the employees. In my view M. Lay is a true leader, a well rounded
business man, and he is a Communicator - a people person. He has my respect, as well as the raspect of
rany other Enron employees. | think that ons of the things Mr. Lay believes in is thal that the employees make
the company. Hts nol only about making maney and having innovalive ideas, etc., its about respect, creating a
positive productive work environmant. | think that Mr. Lay is definiely on the right track. He has demonstrated
this in taking immediate action. Hopefully Mr. Lay will restore what has baen lost, and make Enrom once again
the best company to work for. | hops that Mr. Lay will address the PRC issua immaediately, and hopefully there
will ba fair changes made to the process. As for tha stack, | have faith that by middie of next yaar it will regain
its true value. Ten fnonths ago, | was redeployed from ECB, 3 weeks laler, one of my ex bosses fortunately
recommended me 10 a SVP in ESA. | was offered a position as well as a promotion. Since then | have been
waorking for a great SVP in EGAS-SA. Ha is a smart, has a strong work ethic, is a fair and objective individual, a
great manager, respacted by his entira team. He has a great group of people working for him - ali very hard
working, highly dedicated and respectful individuals. He has restored my faith that there are still good VPs al
Enron, The only problem now is the fulure of EGAS. All | can say is that we are working our hardest {o improve
our earnings, etc. 1only hope that if Enron does not foresee a future for EGAS-SA, {hal it will provide positions
for many of those hard working EGAS-SA employees who have been putting 5o much etort and dedication in
their jobs. | am very impressed with the EGAS-SA group. Despite some of the negative encounters and
observations | enco*n’tered from July 1998 to Seplember 2000, my loyalty to Enron has not waivered. | will
certainly do my part in helping Enron regaln its position in being the best company to work. | know that with Mr.
Lay back in the helm that we will come out of the dark and that his successor will reflect Mr. Lays values and
{uture visions of Enron.

¥ There is a view, both outside and inside, that Enron has some magic ability to “Enronize" markets and reshape
them effortlessly. Indeed EOL has been a very rapid success but it would be worth pausing to consider how
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lang It has taken far other markets to fully commoditize. Not everything can be accomplished quickly. For
example, in my team we are trying to trade with a commodity new to Enron (and arguably very different to the
traditional energy commodilies). | was asked to put tagether a PowerPoint slide indicaling that we would
"Enronize” this commodity. This was done without any serious consideration of the nature of our commadity or

. the steps we would take to realize this outcome. Enron PR Is very good but | think somstimes wa risk falling
into the trap of balieving aur own publicity too much. Hence a bit of humility would be a good idea.

& 1. Constant reorganizations without any apparent or disclosed goal are a drain on time, budget, and other
scarce resources. They result in lost time and productivity due to constant rumors, distractions, and the need to
reestablish relationships and lines of communication that are constantly being broken as responsiblities are
changed and moved from one person and/or group lo others. Once in place, experlence and knowledge is lost
resulting in little to no progress an important issues and constantly reinventing the wheel as the new group
identifies the problem and tries to reinitiate solutions already tried and rejected or abandoned rather than
making real progress. Further, the constant reotganizations result in the 'need to continuosly monitor processes
to ensure that they are not broken by moomp\ete knowledge transfers to new persons. Also, the high turnover
from burn out and frustration is resuiting in the same problems.

2. While quality of life is stressad and advertised, those who live it are panalized in the PRC process and work
loads mean choasing between making your boss and customers happy or making your spouse happy with little
room for both.

& The integrity of management needs {o imprave;
The attitude of short-term gains without regard for future consequences needs o be addressed;

We need to rely less on accounting trickery and more on solid operations to meet our earnings and cash flow
I targets; -

Tha PRC process needs to ba fixed - we are turning our employees Into seif-serving people who rush to take

credit for things and spend enormous efforls blaming other for failures. The PRC process gives no credit for
I people doing their every-day jobs lhat ara esential to Enron running smoothly. PRC meetings are very

negative, Each manager takes about 2 minutes presenting histher employess. The remaining time Is taken up

with bringing to light every negative aspect of other managers'employees in an effort to satisly the required
distribution.

& [work in EES. | have not worked with a more unathical, ruthless group in my career. Everytime | see a deal
close, | am confident thal the customer was taken advantage of.

Although people here are smarl, agressive and working towards making deais close, | am never at ease that |
will have a job tomorrow There is no direction and we are throawn mto ditferent structures aevery three months.

We are telling customers that we want to be In the retall business of energy outsourcing, but our actiona clearly
show how we are only interested in commadity. We are telling cusiomers we are interested in doing DSM type
projects and once tha deal closes we drag our feet lo never do projects. Our competition will eventually get us.

& Please take a good look at management. They'ra so busy trying 1o create their own kingdom that they seldom
make time to greet anyone, much less new hires that this is left up to the Admins., which is okay but
management need to realize thal they are the leaders and a representation of Enrun as we Admins. are a
reprasentation of our g[uups esp. of our leaders. Management in general are very "as a matter of fact”. We
need classes/seminars! mandated for supervisors and above regarding their management skils as they are
giving Enron an awful reputation. Ken, it is sad that Enron is no longer "tha company lo work”. Peapla actually
FEAR working at Enron, that's just not right. I'min a group whera 10 + employees have {eft to work outside of
Enron all because of management's inabflity to "managa” what you've built - they're bringing your company
down Ken. Please address this issue.

~

-

& Our group, URM, recently got hammered in the PRC review process because the group lost mdney. The thing

i o - e -
i
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is, the deals we lost money on were signed before 90% of us evan gat hare. | have heard the low rankings - |
were {0 encotirage people to leave. This may make business sense, but it is completely lacking in respect and
integrity since the rankings are supposed to give the employee a gauge of how they perfarmed, not be used as
a cheap downsizing tool. This may be nalve of me, but | want to work somewhere that is honest with their
employees.

To further the theme of the lack of respect, we were moved from EES to EWS about a month ago (could be
more), and our new VP has STILL not spoken to us. This is INEXCUSABLE. He may be busy, but wa are
busting our bults for him and he has not even had the decency to acknowledge us - much less give us a vision.
The morale in this group is very low, and without major change, thara will Iikaly be an aexodus of people.

1 am not alone when | say this Is the most poorly manéged group | have ever been around. | don't know if the
rest of Enron is like this, but if it is, | want out. :

& We've lost our way. Some of our executive leaders have forgotten what got them to where thay are. Caliit
youth, inexperience or just plain arrogance; we have moved some of our talent too quickly too far, They lack
the decipline and malurity to lead a world class organization such as Enron. Much of this has been taken care
of with the recent executiva eXits but we have more to address. We need leaders that befieve in people not just
themselves. Tha company is full of such leaders, but somewhere along the way we lost our way...we became
brash. We nead ieaders who inspire, care and bring out the collective best in our people.

Thank you for asking for my views.

@ Overall, | think Earon, and especiatly my group, (Jenty Rub's graup) s doing exceptionally well, There ara oo
many bright peaple here at Enron that love this place (and you Ken...)or Enron to fail. Now if there was a thing
that | could do, it would be to get rid of all the slackers that don't work as hard as | do. | swear there is a LOT of
lollygaggin' goin’ on. But that would probably exist In every company.

® Until | posted out Into my new position,  tho't Enron stunk as a company that didn't at ail walk the talk of VValues
and Vislons. | had a horrible situation with a depariment that was completely dysfuntional and it started at the
lop with the Managing Director. 1 even enlisted the help of HR and they were as intimidaled as everyone else. |
nearly lost my job over going to HR. | hung in there because | wanted o work for a company that could give me
a solid opportunity to prapare for my retirement and | was proud to say | worked at Enron with only the "best.”
Now, I'm in a terrific place with terrific bosses and coworkers. Not perfact, but so much betler, | no langer have
chest pains. My former exparience sent me into therapy and the use of antidepressants. Our Values and
Visions need to be enforced. | received a very good review with no signifanct problems from my current
supervisors. :

The open concept of work stations is quite frankly, not a gaod idea for all departments. | think that more tho't
should go inte determing that employess in some depariments need more space, quieter space, private space.
It is way too distracting. No offense Mr. Lay, but would you really like to sit in an opan stadium and try to hava
phone conversations or compose documents, letters, presentations in an area the size of a table top with very
littie room for files or deskiop necessities. The open concept leads to inefficlency in many areas.

The PRC is absolutely dreadful. | understand that we need some type of maasurement to weed out the
employees who are nol up to par, but iwice a'year. We speand way too much time on the process. Also to force
rank individuals is hateful. You loose reatly good employses that way. Also, the process truly does not work in
many situations. If a supervisor is out to get someone fired, he has total and complale powar of the person,
whether or not the person in question recelved good feedback from athars. Many times f've seen supervisors
complelely disregard any feedback from others while reviewing the person in question entirely on their own.

Not at all fair.

United Way - if you would offer the employees an additional day off if they contribute to the United Way -
everyone would. We do it in our depariment and we are always 100%.

We have too many website and 100 many ids and passwords. Can't we discover a way to reduce these to

—— -
'
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make gathering infarmation mare efficient? | have about 1§ passwards and ids at this time.,

This company has so many awards, plaques, trips, elc. for people in management positions. What about the
ones that are supporting alf of theas managers. They like recognition as well, We all make Enron great. If|
didn't get my mall efficiently, or my copies completed or my phone answered friendly, my performance would
suffer. Let's davelop something for the support staff lo strive toward.

T
Thank you for this opportunily ta *venl." I'm very pleased that you ace once again at the helm. Enron truly
needs you as we have sfipped dreadly from grace.

& Mr. Lay | am a employe with florida gas transmission company for 23 years out of my 23 year with this pipeline
company | do not know of any blacks that has ben hire with this company in my region in the last 20 years | feel
like this sure be a concern to the company becouse is a concarn to me by being one of the black amploye on
this pipeline . thank you for giveing me this time to express my feefing.

& 1) Throw out the forced rankings in the PRC. {f someona is doing an adequate job they shouldn't been
penalized because of forced rankings. itis aiso a deterent to hiring and a demoralizer,
2) The company (Execulives) are communicating. Managers need fo communicate better with their staff. My
boss promotad one of my employaes without teliing me. He also has her report to him, aiso without telling me.
He never communicates detalls about deals we need to know. He couldn't even tell me how i could improve
my performance. ! am not aven sure he knows what | do on a more detailed level. | don't even think HR can
do anything about it. | could give unsolicited feedback in the PRC, but | have no faith that his boss would
handle it proparly.
3) More IT help at a reasonable price. There are several'good projects going on or that should go on, but It's
“not in the budget” to have them done or there is not enough personnel. “My" programmer may ba working on
multiple projects at once and it's taken two years to get two of my projects nearing completion. | have several
more ideas but not enough IT lo get them done.

& Primary issue at this point concerns messages being sent by management to employees through evaluation
process. Rankings often do not align with messages delivered, leaving individuals at a loss concerning what
actions need to be taken to improve their position within the company. If you want to reward or penalize
behaviour, make sure the individuals understand WHAT is being rewarded or penalized.

& Inthe past faw months the morale has gone from upbeat by the employees to a snarling mass. There is no
room in soms areas to move, let alone work, the noise level is hideous and without tha ability o focus, mistakes
are made and, as we all know, mistakes are costly.

The 1BUYIT system is a joke, Approvals are being sent to pecple that have nothing to do with payments, and
this delays the payments. | have heard that Enron can not get a check to the vendors on time so everyons is
now using the wire system, it seems that the Enron Treasury department can work faster than IBUYIT...This
issue needs lo addressed before the public staris complaining that we can not pay our bills and Enron bacomes
a credit risk.... .

The PRC system is okay in some ways, hawever to get dumped into a group of athers bacause they are also
“clerks”, "Specialists” or whatever grade to be rated is an insult. There are peaple in this bullding that are here
for 8 hours a day and they work maybe one. However, they ara rated the same as the person that is hee from
8 am to 10 prm and works all those hours. Also, peopls are reviewing others that know nothing of all their jab
duties. They may anly interact In certain situations.

Since Ken left and Jefi look ov‘er the positlon the morale and ethics in alot of areas have gone fo pol. | am
hopeful that with Ken back the'situation will corract itself and people will 1ake prids in being an Enron employee
and that the "outside" will see again how great Enron is,

)} The PRC process needs io be corrected. A fundaments! issue affecting everyone's view of the siluation is that
for any one employee to win anothar must lose. We ail agree with a need o judge performance on a regular
basis, but It wouki be so much better if all of the categories on the PRC process were taken into 2ccount in the

v
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general attitude is that there is no reward for following the valies andfor contributing in the other ways outlinad
in the PRC process {i.e. nice guys finish last or conversely toot your horn the loudest).

Our senior management is too filled with ex-traders at the moment. You can not escape the trading company
paradigm unless there Is more diversity of experience given to other talents in the company.

Find a way to reduce the arrogance in management as well as the troops (i.e. pride cometh before the fall).
This attitude In the troops resulls in complacency also.

One final comment is that everyone complains about where the stock price is and | can.be counted among
those, but let’s take an objective view of the situation. Enron in 2000 was cash flow nagative (taking into
account operations, investment and {financing) except for the saving grace of our working capital position
contributing $1.77 billion to the positive. Soa if one were to focus on the quality of our earnings, you would from
an outsider point of view conclude that there was no quality especially In light of $400MM+ being poured Inta
broadband and the low likelihood of ever recelving a return on the money. Wall Streat has taken notica of all of
these factors and hes awerded a trading company's multiple of between 15 and 20 times earnings. So all in at),
although | do not like it, we are probably trading at or close fo fair value. The unfortunate thing Is that for this
company to change ils stripes will require both of one of the following things: {i) EES being cash flow positive or
(fi) our origination activities completing some large score, Unfortunately, capital is key to origination achieving
success and that seems to be in extremely short supply ioday given our cash and cash flow pasition.

| am sure there is a way around the confidentiality of this response. If you find these comments interesting
enaugh, please {eel {ree to track me down and | would be willing to discuss personally these or other tapics of
concern whether or not we ultimately agree because | beliave open communication is key as you expressed at
the all-employee meeting.

& Employees and stockholders want ethical investment. We want issues such as human rights, corruption, and
political freadoms to be taken Into account in business decision-making. These affect Enran's global
repulation, tha soul of the company, and profits in the long run. We must question aur business in places such
as communist China and Nicaragua, for example.

& The PRC process needs to be based on true work parformance, innovativeness, etc. not on a popularity
contasl. | realize that it is imporiant to build relationships but many times the differance between one person's
ranking and another's is their popularity with one outspoken decision’ maker i the PRC meeting.

Have consistent and clear criteria for the various rankings. What does it take 1o get {o ihe 1op level? Some
groups believa everyone starts at the top and gets pushed down comparad to others. Some groups believe that
averyone starts at the second level and only those who have maxad aut in their current position and should be
promoted get the top ranking. | See employeas doing a good job but nothing outstanding and getting the top
ranking while others who take risks and do something new only gel the second or third ranking.

| know many contractors who love working at Enron but who wauld never consider cénve?’ang to an employee
because of the brutslity of the PRC process. You would think they wouid base this kind of decision on
something like compansation or benefits instead.

@ While 1 don't know all that is golng on in the company, or what information might be being withheld (it any and
for whatever reason), | feel that the Office of the Chair Is doing a good job of commumcalmg ils reactions and
goals in light of the significant events that have occurred in the past monih. 1am confident in the future of our
company, primarily because of the high levet of confidence exuded by Ken Lay.

& Aithough | am a contractor, | bring a lot of potential to the table. 1 have an MBA in Finance with a GPA of 3.842,
experience in management, marketing, budgeting, etc., yet | am in EES just contlnually churmng out coples of

Ken Lay

Rasponse
ranking. For example, [ as well none of my friends here can identify either of the following scenarjos (i) .
someons who was ranked highly (2 or better), but had refatively litle P&L impact counterbatanced with being a
team player in getting the work done and more imporiantly (ii)someone who was ranked (3 or below), but had a
tremendous P&L impact with an attitude not in line with Enron's values, Boiled down to ils core, | think the
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| bills - sometimes the same ones over and over. | feel ke | have a lot of energy and potential, yet { em locked
[ in a box. The politics of the EES organization has become quite ludicrous in the past couple of months, The
constant re-orgs and re-deployments have created an underlying parancia that encourages employees to
streich the truth and ad lib about what they really know. 1 also believe that this significantly affects the ratings of
the PRC as supervisors constantly change and people are fearful of lasing their jobs. 1 have read "Who Moved
My Cheese," and am definitely an advacate for change, however | went an vacation recently for 4 days only ta
camse back and ieam that we had undergone 2 re-orgs. ! am finding that constant ra-orgs allow peopla to
' dodge accountability. | often find a number of costly mistakes made by the so-ranked "ones" and “twos" of our
. organizstion. Employee morale has taken a beating In this department, espacially when it comes back ta not
what you know, but who you know. Overall, [ really like Enron and know that other depariments and
organizations are not as chaotic. However, | am probably about to leave Enron to be hired directly by a
competitor. 1tis sad to think of the investment that Enron has made in me only ta be lost as a sunk cost.
Thanks for the training!!

& There has been a serious talent drain in the so-called “back office” functions at Enron, particularly accounting
and tax. [nmy opinion, this is atiributable to three factors: Below market pay, lack of appreciation for
contributions of the back office, and general employee morale.

The below market pay factor is being addressed to a symbolic and ane-off extent by the new stock option
issuance. A more concrete measure was taken in response to markat studies that indicated that tax
professionals were significantly undercompensated relative to their peers in the industry. This measure shouid
also be taken with respact to accounting, particularly at entry ang mid-levels.

The sacond factor, lack of appreciation of the contributions of these areas of the back office is far more difficult
because it seems to be endemic. Despite all our efforts to protray Enron as something more than 3 lrading
company, traders and originators get the respect. the compensation, and the credit for Enron's successes,
without regard to how much back office talent, know-how, and creativity went into those successes. On the
other hand, the back office is held striclly accountable (25 it should be) when things go awry. In this regard,
Enron neads to make a concerted effort o understand and recognize the contributions of the back office. Even
mora importantly, Enron should broaden the accountability of its commarcial side to cover nat just the clasing of
the deal but its implementation {o give incentive to the commercial side to involve commercial support on a

. timely basis.

Finally, on general morale, the PRC process needs {0 be improved and quick. Get the stock price back up.
And keep the faith.

# | belisve ons of the blggest chaillenge we all faced this year was the constant changes in management. Based
on these changes, It was difficull to gain traction on deals and initiatives. As a result, indivicuals were penalized
at PRC for not closing these transactions. Management took rio responsibility for their lack of direction in this
instance. | realiza there will always bs changes, but this should be taken into account as "Barriers” in the PRC.
Regarding PRC process, we should do away with the company-wide cross calibration. it does not make sense
to compare individuals in a peer group to one another just because they have the same fitle. Individuals do not
all do the same jobs and therefore should only be compared agalnst others in the same job functions. Also,
management uses the PRC process to “get rid of* people they view as performance issue instead of
addrassing these issuss as they arise. In this instance, management should be lrained to deal with
performance issues and evaluated on these skills.

Regarding the issue of respect and integrity, | believe there is vary little team work at Enron. lt seams paopla

ara encouraged and rewarded on closing deals, regareless of how it gets done, and even if il means
jeopardizing what someon| \a else is working on. The ideal approachis to Idenmy the synergies and
opportunities o support one another. One of the cheracleristics that makes GE tha feading company in the
world is its “boundarylass” approach to business within the company. It really promoles team work, Wae have
worked with GE for over 12 months on a transaction and have seen Instances of individuals in ona GE
company help someone eise in another part of the company with a transaction. In light of Enron's new vision,
this might ba something to emulate.

A particular legal group has been an issue this year. Is the role of legal to dictate commercial terms and
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prevent deals from being done, or support the commercial groups by advising on how 1o mitigate risks so a dea)
can be dons? Also, the level of service is altrocious; phone calls and emails are very seldom returned, and the
only way lo get an answer is to physically show up unannounced at the lawyer's door. | believe the business
units are legal's customers and should be treated with respect and a certain level of responsiveness, Do we
treat our external customers like thatl?

Human Resaurces remains a disappointment. They have shown no empathy or respect to thase who are on re-
deployment or being severed from the company. | have knowledge of instances in which HR knowingly
provided inaccurate information to re-deployment candidates and had securily escort out individuals who were
severed. Additionafly, HR 7s supposed to be faciitators of the PRC meetings {o ensure all guidelines are
adhered to and faimess pravails. Howaver, | have observed Instances in which they allow ald tapes and
irrelevant information be discuseed, adversely affecting an individual's rating. While most individuals In
business units are cost consclous, HR seems to believe this does not apply to them. There are instances in
which they have allowed company-sponsored cell phones, corporate credit cards, laptops, Palm Piots, and
other company property leave the bullding with an individuat who has severed from the company.

Overall, | believe most of thase Issues stem from lack of maturity and leadership ability in our Senior and
General Management pool. It seems our management was promoted and rewarded on the dollars they make
for the company with tolal disregard for management skills and values. It is tima to see lsadership that can
balance business acumen, faitness and values.

Overall,

@ | don't think we have really had a forum for employees lo share Iheir ideas with management on ditferent topics-
like the committees we had at one time. Cindy Olson was always listening to what employees are saying and
asking paople ta sarve on committees to enhance change. We haven't done much of this lately.

| don't think we reaily embrace the vision and values at Enron - we talk a great game, but we don't walk the
walk. We reward and promote people based on the ritks they take and the money they make for Enron, but wa
consistently promote people to high levels within Enron who lreat others Jike trash. Several of them are on the
management committee- Whalley, Kitchen, Koenlg (& Rieker), Lavorato, Shankman. It really sends a loud and
clear gignal {o the rest of us. it is not that the aforementioned aren't extremly smart, talented and great for this
company, but they aren't the "whole package®. Ken Lay has never treated any employee disrespactiully, but he
cantinues to promote people who do. | think this says something to everyone about how differantly this
company will be run fallowing his depariure,

—_—-———-—-_

I alsa question many of our business ethics and it makes it very hard to work for this company and defend us to
others. | think we play too much in the gray areas. | don't think we are wrong in the California situation, but it
certainly makes me wonder what | don't know. | can't defend us when | know wa pride ourselves on bending
the rules to meet our needs. | question Fastow and the LIM deal. | realiza that it is legal, but | think it walks an
ethical line when out CFO personally profits from an Enron deal like that. it warrants externat attention.

| think we need to take a look at the way IR has handled our stock price drop. 1 don't think our “logistics
company” messaga has worked AT ALL. None of us even understand it, so | don't know how anyone elge can-
not customers, not analysts, not the media, P

We reaily have some good guys here at Enron too- Frevert, Sherriff, Kean, McConnell, Harton... they work hard
and follow the vision and values. ) .

I think the issue is thal if we arent ALL going lo follow the V&V, then just get rid of them and quit touting them.
Be clear wilh what the rul%é are to move ahead In this company.

& 1 think it is a shame that their is only one{1)job opening for Portland, Oregon. Enron hasemada it vary ditficuit for
me to keep my Job. | love this company probably more then any VP,St. VP, Director,COO,aven more than KEN
LAY himself. | want to stey with this company not just bacausa | gat good stock orthe pay is good. | want to
stay because | believe in what Enron is doing. This makes me very sad to see such a beautilul thing disappear
into thin alr. | starled out in Telecommunications with Enron and now | am in Physical Securily, why the change
of jobs because | will do whatever it takes to stay with Enron. Mr. Lay, | hope you are reading this and not just
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some Assistance whom will ook at it and say “whatsver” and hit the delete button. If you do by chance gsttlo
read this | would for you to reply to ma that you actually got to read this. My e-mall is : )
reginald_howell@enron.net. Thank-you

& About 5% of the EES sales force that crealed EES remains. Pinnacle award winners, chairmen award winners,
and lead sales people have ali bean put into sideline jobs or released.

Wae built EES, saying we would treat our customers as clients, not counterparties (as they were treated in
ENA). With the severance of a large part of the former sales force and the importation of a large number of
ENA sales inte EES, that Is changing.

Letters lo management should not be routed to human-resource peaple for tepid responses. In thirteen years
with Enron, | delivered a lot and receivad varying levels of response back from the company. On the one time
when | felt | was complately abused, | wrote to Ken Lay about the incident. Six waeks lster, | received a tapid
letter from the head of EES HR staling that the company was happy things worked out (they didn't) and that
they were glad that I found something in the company. My assessment af the company’s commitment to
integrity and respect changed dramatically that day.

& Eneon is a great place to work. | am commilted to it's success as are the vast majority of the people that are
part of our Enron "team”, | believe that we have taken a hit in the last year as it applies 1o public opinion, largsly
due to Issues that were/are out of our contral (Dahbol, California, etc,). If we work hard 1o change the direction
of public opinion, and continue to stive lowards our goa) of being the World's Leading company, | believe that
tha other issues (stock price, employee retention, etc.) will be positively effected.

& 1) The PRC 'suggested' percentages da not support the fact that Enron hires and maintains the best forwork in
the world. To say that 15% of the employeas are performanca Issues and need a probation plan is contrary lo
the message that we have the top talent. Additionatly, we have more that 5% of our staff that is truly
outstanding. Why does PRC 'suggest’ a distribution? Managers, with inpul from others, should address only
the TRUE performance issues and not be ‘encawaged' \o rank a fixed percentage as unsatisfactory.

| love our values. We need to add teamwork to the list. If everyone pulled togsther, Enron would be even
MORE successful. | would like o sea more rawards for team efforls and self sacrifice for the benefit of the
whole (Enron).

Some people (myself included) are excellent at mentoring staff and making them more successful....which
makes Enron more successful. 1 can accomplishment more by being a good manager of psople than by bsing
an individual hero, t do not fael that Enron currently recognizes that skiil set. Some people add lhe most valua
by being a coach, but our reward systems do not recognize that skill.

| am scoo00 glad Ken Lay'is back!! We need to have somaone in the CEQ chair that Is personable, warm and
that enlists the {rust of others. Jeff is brilliant and a terrific 'second’.

& |ihink there is a "hidden business” at Enron, simply from identifying opportunities to Isverage business contacts
between buginess units, We're so’compelitive, | think the businessas could care less about helping one
anolher. To have a true Network effect, this has to change.

., own eww wem o was ONE NS WEE @ SSE TR NN WM BN M

I think the PRC system is great. If | could sugge;l one change, it would either be that we bé more open about
what happens inside the room or just not cammunicate abaut it at all. That's what mast companies do ahout
their ranking systems. If;anything, we've been too open, and only up to a very tantiliznig point.

I think the fact that so many people ask benefits, work space and other personal questions at Mr. Lay's all-
employae meetings is indicative of the fact that we have created 2 real "me” focused cullure. You can't argue
with success {the company is doing great), but it bugs the heck out of me when people do that. | cama from a
manufacluring company where even factory workers would never evan think about asking the CEO those kinds
of quastions. | have no idea what can be done about this -- nor am | even sure that It matters given that ws are,
in fact, in an inteltectual capital business whera wa have lo take care of the peaple -- but it's just an obsaervation.

~

!
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@ 1. Until recently, | was proud to say | was 8n Enron employee. Lately, several things have damaged Enron's
reputation~for example, Callfornia, Dabhoal, constant flipflopping by management re. our business strategles,
Skiliing’s imprudent public remarks, and publicity regarding PRC. | am hopeful that Mr. Lay's return will help
restore Enron's reputation and stock price.

2, The risk assessment and control process seems to be at the same time both too stringent and too lax, The
process ¢an be gruelling, yet transactions are approved that everyone excapt the commerclal person and top
management believes should be killed,

3. | seea need for greater management oversight over activities of one of the co-managers for the business
group that | work with. He Is taking off much more than allowed vacation, | belleve without proper reporting of
his absences. He has provided for extremely generous compensation (generally lo be paid by the olher party to
the transaction with the result that those terms are not reported in a DASH) lo a consuitant to his group that
happens to be a friend of his. The terms of the compensation ara such that it causes ane to wonder it
something unethical might be involved. The terms are known generally within the group, and other amployees
wonder sloud how he manages to "get away with i." 1n addition, his treaiment of employees in the group is
disrespectful. He frequently harrasses, embarrasses, belitties, or humiliates empioyeas in staff meelings.

@ Thers needs to be bellér work/lifa balance. For example, | wan! to go on vacation and not feal compslled ta
check voicemail, email or take my cell phone. The downside abaut this job Is that it is all-consuming -« | work
nights, weekends, vacations. There is never an Enron-free break. This is a surefire recipe for burnout — and
resentment.

| do not have complete confidence In upper management -- | truly believe that Jeff Skilling's resignation left us
with an enormous void ~ we do not have a strong “second string” management taam, with the exception of
Steve Kean. It would help externally if Ken Lay made a commitment to stay for a set period of time — i.e. he will
remain as chalrman and CEO for at least two or three yaars. At this paint, if Ken left, | wouR! leave, and our
stock would plummet.

| am concerned with our ethics and integrity. Whila | believe that we are always within the bounds of the faw, |
think we straddie the line consisiently. An example of this is LJM — while there may not be anything fllegat, the
appearance that our CFO personally profitted -- and that the board had knowledge of the-situation -- could send
our stock info a tailspin. The "Lavo” situation in Canada Is another example whare we were wilhin the bounds
of the law, but had the appearance of impropriety. Analysts and shareholders do net trust Enron to provide the
“"straight story.” | do not have confidence in our investor relations team.

| am also concerned that credit is not given to good managers. They are not held accountable for providing
feedback, and their managemaent abilities are not taken into account in the PRC. The anly emphasis is on
results — not on interparsonal ar management skills.

The stock price is the siﬁgle most important issue. Morale is low because the stock price is so low. -

& The stock grant of 2000 is horrendous at an $86 strike price. Wae realize the difficulty involvzd in undoing this,
but employees who stanied in 2001.have a very significant gain over employeas hired in 200 - ciearly and very
unfalr. Our stock option program, geing forward, should be ‘restruck’ for unvesied options! This is on every
employee’s mind. The grant made by Ken probably saved the day for many, but we're still worried about the
remainder of the options. At this point, it looks better to many {somewhat whimsically) to quit and come back in
a few months to get the better option grant!

@ 1. The PRC process is generally a good thing, but I have personally abserved the following: a) forced ratings to
fit a narmal curve is wrohg, b) managers and direclors have changed the ratings of employees from their
pesriclient ratings, c) frequency should be changed to annual only, d) My job classification was changed for the
PRC process rankings only (From IT Consultant to manager) which caused my ranking to suffer,

2. F would hope that Sr. managemaent will not rest until you can convince the analysts and trade press that
Enron has significant value that they ara not currently recognizing. They have taken out the value of EBS, but
ey have gone further. Our positive financlals should convince anyone that Enron Is a great company to invest

n

»

in. .
3. Mr. Lay Is doing an ou@tstanding job. Most people | talk to feel more comfortable with him at the helm than
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Jeff because there was a perception that Jeff did not value our assets as highly as Ken does.

] 1E .Blt is criminal the Qn;ay Lou P4l and Ken Rice were coﬁpe}iéated given the dilapidated condition of EES and

S.
_ 2. Itreally ticks me off when | see my group making a tremandous amount of money, and then hear about EES
losing a tremendous amount of money because of their lack of Internal contrals. The lack of leadership and
management within that unit has baen astounding, and the fact that nohody seems to be held accountable is
criminal,
3. My group Is in a satellite office that has done exiremaly well. Only once has the leadership in Houston visiled,
and not once did anyone say "good job" or *weil done". It is simply unsatisfactory leadership. You need to see
the troope.
4, Compensalion is a true concern. Enron claims to be a meritocracy and to let the market determine price.
However, as a company we generally have no idea where the market is for people who work here, and are
surprised when people leave after being "low-balled” on salary. On the positive side, my direct manager is very
consclentous and has made dramatic efforts to improvae this situation in my office. However, despite his efforts,
my group has racently lost 2 very talented people. ’

@ | have full confidence in all officers in the Office of tha Chairman and am very pleased with the recent
announcements. | believe that there is a serious problem at lowar level managament. Our business unit has
lost some very capable and talented employees dusa to the management style of our business unit's President.
He has absalutely no peaple skills and encourages negative reviews to increase productivity and fimit pay
increases rather than rewarding behavior that that would benefit Enron. My immediate supervisor has had no
management education, skill, or training and the vision being cascaded down through the ranks is primarily
negative. 1 appreciate the confidentia! aspect of this survey but fear that my responses may be taken as just
those of a disgruntied employes, therefore | am including my ext. {3-5368)in the event that anyone should want
1o discuss my responses, :

| think in EES particularly, advanced too many pecple at too young of an age. they may be smart Innovative
people, but have no management experience. Too many sales reps racavied huga bonuses for clasing bad
deals and now they are VPs. People tend to get promoted who are undeserving. GE has four types of
individuals. 1. Individuals with charactar and close deals. They slay. 2. Individuals who have good character
but aren't adding enough vaiue. they get ancther chance. 3. individuals with neither. they are gone. 4.
Individuals who bring in a lot of valua but no have no values. They are gone also. enron, unfortunately has too
many of these indlviduals in management positions. they are self serving and only looking out for themselves.
this is going to kill Enrant in the long run. Too many managers (le. managers, diractars vp's and up) who have
their butt in one job and their head in the next. This Is a huge problem. The PRC procass has put fear in ali
employeas causing backstabbing, withholding information, horse trading etc. Only to find out that the majority
of the employees received a 4 or 5. If everyone is sa bad, than fire HR and the managers that hired the
employees. Every Manager should do avarything possible to make sure their employeas are learning,
contribuling efc. IF they aren’l, than thay fail as managers as well. 1 use to find Enron as 3 great place to work.
AS you can see by the above things t like, those are the wrong ressons to stay with a company. they aren't
satisflers. | do howeveg, like that Ken Is back. 1 do trust him.

9 Mr. Lay,

| believs that you sincerely have a heart for the good will and the success of everyone at Enron. Thank you for
that, it shows| | have been proud to tell people that | am with Enron when they ask. | do.belleve, however, that
most of the excitement has left our employees. | have had the privilege to be here since 1985 and enjoy the
interesting but FUN development of this anergy giant we call Enron. | know that we will continue to grow and
change, but we need }o find a way to return the excitement and make it fun. This would imprave morale, which
would carry across lo'the following: productivity, grawth, risk taking, new businesses, better public relations,
and ultimately the NEW old Enron Carp that this nation and the world will respect even more than they do now.

Thanks Again,
Steve Perry
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& l've been with Enron almost 14 years. | aiways bellaved as long as Ken Lay stays in charge it would be a great
place to work. 1 slill believe that, Howaver, | can'i help be a litte nervous about the deperture of a lot of top - -
executives. |18 there a reason we don't know about?

. @ AS AN INVESTOR AND AN EMPLOYEE, | AM RELIEVED THAT ENRON 18 ON THE RIGHT TRACK NOW.
" MY PRAYERS ARE WITH MR. LAY, THE BOARD, AND THE NEW MANAGEMENT TEAM, WELCOME
BACK MR. LAY, YOU WERE MISSED MORE THAN YOU KNOWII!

& Mr. Lay,

| beleive that in general the PRC is a good system. | would like to paint out several things that may have not
been considered.

A little history: { am an employee that had moved up the "chain” quickly until my current boss came into the
picture. The flaw in the PRC system is this: If you have a personality issue with your boss, you do not stand a
chance for a descent review. If he says nothing in the PRC meetings, you naturally move to the lower end of the
scale. This has been the case with me. Regardiess of any positive feedback from my reviewers, if he chooses
not bring 1o Hight your positive atiributes, you are not seen as having a positive Impact for Enron, ¥m the only
one in the group that dees not go have bears, etc. with my boss on a regular basis and ! was the only one in his
group rated this low. Every stated example in my review, that to my boss was a failure, was in my eyes positive.
Example: He said that during our ENW PRC, | did not "sacrafice” any of my people {0 be moved to a lower
catagory for the sake of the "whole" group. This was the example he cited as me not being a team player;
hence ranked me very low in Teamwork {he put this on my review). | ranked my people the way | saw fit, and
"went to bal" for them, now I'm a bad team player in his eyes because | did not "sacrifice” someone. Is this a -
vaild issue? | can give you several documented examples of this type behavior.

Realistically, once you have a bad review, your career at Enron is finished, | was/am extremely dedicated lo
Enron and have given numaerous extra hours not saying a ward but with nothing to be proud of anymore.

The majority of my pears used to see me as raspectable until my boss underminad my crediability. | know that It
is not just me bacause a few of his direct reports have come to me saying the same thing is happening to tham.
Mr. Lay, | have spoken 1o several good, intelligent ex-employees that have left Earon because of this issue. 1
have resigned myseif to the fact that as much as | think Enron Is a great company, | will have to leave.

The way | see to correct this is to have ALL feedback given in the PRC's in a timely manner so as not to make
the pracess much slower than it is today.

Please take this as a neutral observation and not a complaint. I/you want Enron to do well. {| have a lot of stock
stiit In my 401K.)

Thanks for your attention
ENW It infrastructure employee

Ps. I'm not sure if my name is associated with this. If kept complelely confidential, ! will talk o someone ahout
this. Cell phone 713-503-1730.

@ We must strive to repair our image both internally and externally. | belleve Ken has a tough job, without Jeff,
becauss they were saen as a team with a shared vision. However, if anyone within the current organization can
put things back to "tha way they were", | am certaln Ken is the one. R
In addition, | have seen many occasions where Enron promotes based an the status of “friendship” and not
based on who is tHe most qualified to do the job. This concerns me greatly as a shareholder. FYI... | do not
say this from personal animosity. ! have not baen passed aver for any job | wanted. | have just scratched my
head many times over some of the individuals being promoled to traders. Quite ofien there are much more
qualified individuals within the organization, yet they aren't "connected”. This needs (o change. It Is critical that
we utilize the brightest people in the most effective way.

& The forced ranking part of the PRC must be eliminated! You may {1) rate me because | need to know my -
strengths and waaknesses, {2) rank me with my peers if you need 1o know how to spiit up the compensation

-

Thursiay, Sepiember ”f- 2001 EC2 000046266

Pupe 30 uf &

EXH063-00388



.
9 | 8 [ & 8 . — — — P

EXH063-001§89

Ken Lay

”

Response

pie, BUT DO NOT FORCE RANK ME BECAUSE WHEN YOU FLACE PERFORMANCE TAGS BESIDE
NAMES BASED SOLELY ON A PREDETERMINED CURVE THEN THE TAGS RELATE TO THE CURVE
AND NOT TQ THE INDIVIDUAL! Itis poor management

to wake up one day and say, "Well, it's February so we must fire 15% of our work force this month.” Forced
Ranking means that one can never be satisfiad with the depariment. Management should ba required to rats
employees, determine those that are unacceplable, and fira them....that is managing the work force.

Simplify the explanation about Enron's business plans. Mr, Skifiing's last (and Mr. Lay's first) was that Enron Is
a logistics company not a trading company. This Is a silly distinction without a difference. What products do we
move around? We must focus!ll! Plus, a logistics company IS not axciting ta an Investor. 1 think that we are an
energy company that is an experienced market maker, Now we could just tout Enron as able to create a
market in anything and everything, but that gives absolutely na security to an investor. What will Enron do
next???? The prudent investor wants to know. it was ok not knowing during Enron’s hot streak, but after
Broadband investors will not blindly trust Enron to make money without a focused business plan.

Enron needs 1o relurn to "RICE". Pull down the signs in the lobby that eqhéte "Open Markels" on one side of a
slign with "Respect’. That sends a terrible message. ) . :

Upper management must be Honest with Investors and employees. We were Insuitad by Mr. Skilling's non-
explanation that our stock price drop was due to the fact that "we got caught up in a compression of P/E
ratios”. He attempted to blame an unknown force instead of pointing cut that about $35/share of the $85/share
price had been Broadband and now that value was gone. BE HONEST,

Furthermore, show RESPECT the last few years Enron has become an arrogant bully in the market. The
atitide demonstrated In our commaercials that "Enron is brilliant enough to unmuddie the markets around the
world® Is unbridled arrogance. Our commercials stating that without Enron all markets consist of traders blindly
buying and ssiling withaut any idea of the proper pricing offends everyone. It tells the world to please just hold
out long enough and then father Enran will make it around to your particular market and clean it up for you. We
must show some RESPECT for cuslomers, markets, other traders, governmants (l.e. Enron shouid not promise
the world and then sell down and leave the fereign countrywith another enlity performing), HUMILITY at least
internally .

1 applaud aggressive, hard nosed negotiation, and making money for shareholders...and Enron has made
money...but...| have the feeling that investors were "holding thair collective noses” when they inveatad because
Enron was not {1) enjoyable to pull for nar (2) understandable (i.e how do they make money?).

Ken is inheriting back a company that is experiencing low moral. 8ut if anyoné can pull it back up, he can-
because he truly cares and he shows that, evident by this survey. One used to have pride In working for Enron,
but! think that has slipped the last six months. .

| do think that the PRC Is not a fair process and have real problems with it. it definitely needs to be looked at
and re-evaluated. '

My faith in Enron is back at the top with Ken at the top! 1 trust him to surround himseif with good peaple.

I'm glad Ken Lay is backl

1 see weakness in mid-management lavels, and"a general lack of people organizational management skills.
The emphasis is on a jot of bright numbar crunchers, with no importance on the skills to Implement. A lot of
impartance on raw intélligence (as there should be) but liltle impartance placed on experience and knowledge.
Company rewards activity over performance~many who will work 24/7 are rewarded even when they cost the
company maney. No tolerance for those who try 1o warn of possibla weakeness in strategies. Tech staff are
treated as second class citizens (obviously, | am Tech Staff), and often the rewards are given to the guys that
inked a deal with little conslderation of the people who made it possible for him to do it, often in spite of the
"leader”,

|
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@ | am concerned about the treatment of workers by immdaiate supervisors
| would kke cancerns to be addressed without having words twisted and being viewed as a trouble maker ,
Employees shouid ba treated with the respect and integrity that Kerf Lay talks about o
Personal opinions and offica gossip do not belong on evaluations
immediste supervisors should not have the ability to keep employees from moving to another department

@ !'ve been with the firm for 15 years. My title is Sr. Director. I've enjoyed working with Enron every year until this
year. | never had to face such abuse and disrespect in our PRC process before. This year the process was
used to place people in positions of fear. t was mis-used by inexperienced and untrained managers. The
unwritten rule was if you wanted someone out of the company rate them as a 5. If the job performance did not
fit the raling make it fit. Mr. Lay, take a survey of how many people left this company this year with mare than 5
years of servics, and check into the reasons why they left or why they were redeployed. :

After layolfs and redaployment, people are treated like items Enron owns and want to dispase of. { can not tell
you the number of meetings I've attended and new employees make a joka about how they can redeploy
pecple. It is the mind set Enron has set and these managers and directors feel Enron will not take any action
against them, and this is accepted by Enron's management.

¥ The PRC does not work. Bad concept. There are too many ways to game the PRC, and numerous chances of
being unfairly rated.

The Enron Building and othar offices nsad to be updated - The building fioors are laoking horrid. 1s it that
expensive to replace the cheap carpst avery year of 50777

Enron needs to review its hiring policias. There is too much emphasis on hiring the MBAs. Enron appears to
have lost its middle leval professional staff, and has replaced them with the MBAs wilh few skills, and no
corparate or induslry experience.

Why was the Dabhol project allowed to become mis-managed? | find it incredulous that the Indians were not
aware of the costs and ratas. Does Enron not communicate with its partners?

One more comment - | am very pleased that Ken Lay is again the CEOQ, Ken has the respect of the Enron
employees and the investment community.

@ Welcome back Mr. Lay. | did not like the Skilling era, however brief it was. Please isarn from what went wrong
in that time so that we don't repeat it later. . ‘

& We must attack diversity, Re-emphasize our Values, and retain assets that make money. See email to Ken lay
dated 8/15 entltled "Going Farward Jeff will be missed but not forgotten®

~

Instead of easels an every floor, put up pixie glass on walls and allow for poster to slide in it slots for display

PRC remove forced ranking for advancementm but maintain it for bonus purposes. Educate people on the PRC
process and train supervisors regarding giving feedback. Move from evaluating talent to managing talent

Selact a minority for the policy commiltee

@ | truly liked Mr. Skifling......and have much admiration for him...but | have that comfortable fesling about working
at Enron again since Mr. Lay Is back In charge. ' ’

@ The culture of Enron has changed, which is a good thing. Howaver, | have seen some things change along the
way that are not so good. | have spoken to several paople outside of Enran that would like to wark here, but
they have a famlly and they say thay cannol put in al the hours that are required, | befeve on the street, Enron

i
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has tha reputation that it is a "sweat shop”. | belleve some of this is attributable to Middla Management, They
like you 1o be here for long hours, whether you are productive or not. | is their perception that if you are here
for long hours you are more productive. It makes it hard for those of us with a long commute (2 hours a day) to
work those long hours which is required at many jobs at Enron,

. | also believe that many leads and managers ara not qualified with the proper paople skills to motivate and
coach others. Some just want to glve orders and take all the credit. [t would be nice if they would get input or
opinions from thelr emplayees rather than making demands. This definitely lowers morale.

I have been working for this company for 20 years and have bean rated a Superior emplayee over the past five
years. However, since my commute Is getting worse due to traffic and 1 cannot keep up the pace of working
these hours, | feel 1 am required to look for employment oulside of Enron.

@ this place has gone to heli in the past year.
you're an ecanomist, ken, read “the tragedy of the commons.”

you made record profits then you, in effect, stole them with the bonuses. my bosses boss made more in bonus
than the ENTIRETY of psaple who workad for him

you republicans are worse than the feudal barons.

you're a smart guy, lay, and you have some good personal traits. rise above the sleaze.

Enron needs to REALLY support balance between work and personal life, as Jeff has now done. Most of us are
in the "99.9% of the population” that don't have that juxury to balance it the way he has, as Jelf said in
Business Week, Some years back in an ECT employae meeling, a question was asked about the lack of
balance between work and famfly, The response was, "If you put your famijly first, then Enron Is not the place
for you," People still quote that statement.

The PRC has gotten out of hand. Some years back Ken supported the position that it was not needed in all
businass units do to the nature of the businesses. When Jeff moved to the Office of the Chairman, Ken
decided that it was nesded across the entire organization. | was an an employee task force in ENA charged
coming up with improvements. We came up with a number of excellent suggestions that were provided to
management. Not one was aver implemented. Far too much time is spent on the process. | have a number of
reviews to do and in an effort lo give meaningful feedback, | spend at least a full week working on the process
twice a year. Thatis a lot of time allocated to a pracess that breeds contempt. | have been rated all over the
board, from 1 lo 4. 1 have found that ratings are too dependent upon who represents, what your political
standing Is with that Individual, what that person's political standing Is with the other committee members, and
what your political standing Is with the members of the committee. That is a lot of politicking to dol

¥ | feel that lower management from Director on down nseds some serious fraining in personal management,
time managemant and a bellar understanding of how to switch rales from that of a tachnical position to a
management position, | balieve, more so in tha information Technology field than any other at Enron, that the
Peter Principle is at play and ta some extent, favoritism. | see soma managers who clearly do not want to be
manager's yet they have been forced into that role. Other Managers have displayed the inability to drop the
technical aspects and grasp the people management focal point of their position. They stryggle in their position
simply because they do not embrace the responsbilities that they have been entrusted with or perhaps have
poor role madels aslleaders themselves, .

Wa need more checks and balances in place. Many at the bottom of the chain fee! cornerad whan they attempt
to address Issues yet their Ideas are either ignored or simply fargotten about. Currently, | just went thraugh a
transition and now have a new director, The transition took place saveral wasks yet our new Director and even
our new-Manager has taken the time to sit down with us and get to know us. | faef as a leader, they should be
proactive in gatting to know who works for them and discuss their visions for where they want their group or
teams ta go and what steps they feel are necessary to achelve those goa’s. | also feel as a teader, they should
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tap the best resource they have when facing difficult decisions — the people who wark far them.

& increase in dividends to shareholders, will this cause more investment?
tha Yc'iléecﬂor; of the company is fantastic, how do we as a company and its' employees convince investors to
8 nron
communicating to employee’s how to convince our neighbors,bussiness contacts,friends to invest In Enron,the
future looks bright everything Ken said at the all employee mesting has a postive nota to it. Knowing just how
"WE SHOOT OURSHELVES IN THE FOOT” so wa DO NOT compound the problems with our stock prices.

& WELCOME BACK, MR. LAY!

The PEP and PRC are dood tools, but forced ranking Is completaly detrimental to the work Unit and Enron as a
whole. In addition, having to go through tha whole PEP system twice a year is a waste of manhours-about 4
weeks per year. Since Enron's work force Is barely large enough to handle the work load, these four weeks
could be better utilized.

@ | honesly think that contractors and temps should have more of a break In a opportunity to become full time
employess. There as been temps/contractors working at Enron for as long as 4 years.

| dont think that this issue has been taken seriously.

& 1)1 hopae this is really anonymous. We are having huge problems with ibuyit payables or ipayit as it is called
today. These problems are not user errors as Rick Causay said they were. We have met many times with the
ipayit chain of command and have showed them huge errors. This system has taken a process that my
assistant used to spend two to three hours a week doing Into a system that takes twenty or more hours if we do
it right. What | mean by doing it right is checking our invoices before wa code and approva one to make sure it
has not already been paid. The system is very slow to use just to pull up the invoice to view it can take between
15 and 45 seconds, when you have 60 or 70 invoices a waek this alone adds an hours time to everyone that
has to touch this many invoices.

2) Global Strategic Sourcing is a good idea but they have way too many people and too much time on their
hands, they are all working hard to justify their existence (we all shouid} but they are playing a numbers game
with the savings they claim, Two examples of this are:

#1 They negotiate a deal with a vendor this year and it saves us 1 million dollars, the next year we double our
business with that company. They have done nothing on the contract but this year they claim another 2 million
in savings based on what they dki last year. Could they rast of us base our performance on what we did last
year?

#2 They mest with a business unit to negaliate a price on.a product we need. They ask for information on the
deal, We give them budget numbers, let's say 1 million dollars, we give tham retail price and our presant Enron
discount price. Thay come in and negotlate a price 2% below our present Enron price which is great, but when
they want you to gign thair deal sheet at the and they will try to claim the saving from the retal numbers or even
the budget number. They shauld be claiming the delta between the present Enron price and the final
negotiated price. This is the real value they have added, not some inflated number.

@ | have been with Enron for 16 years and | would NEVER leave, | say for better or worse with you Ken! The
stack price Isn't doing good right now but so what?!ll | KNOW it will came back and | am na less commifted to
Enson now than when the stock was at $90. | am so glad that you are back, you give us hope (thanks).

@ If 1 am evalvated on NRV, NPV, and NPV, who controls how projects are assigned? For example, who gets the
sites with high power rétes and non-union labor vs low lower rates and union labor? Is this distribution taken
into account during PRC?

& | think it is great that we profess "visions and values* however, | think it is silly to profess these as most people
do not follow them at all, including many of the folks at senior management levels.

{ truly believe that not enough peopla have intergrity, Peopla are constantly dishonest in their communications
with one another. You pever know who to belleve and who not to. I've alsa saen on countless occasions
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vendo(s being treated unfairly. if | were an outside vendor knowing what | know now, | would seriously consider
not doing businass with Enron.

As far as communication and respect are concerned, | can't count the times I've been in meetings with MD level
people who shout and use the "F" word. I'm no prude, but this is completely unprafessional and 180 degrees
oppasite of the V&V statement. _ ,

" }am in one of the "service” business units and we are constantly harassed and criticized by admins whose
altitudes are less than cooperative and team orlented. These admins have way too much power in this
company. it is unlike any other corporation 've ever baen associated with. '

The business unit that | work for Is natorious for not promating peaple, giving small (if any) raises and running
“lean” (being cheap in my opinion). While | am supposedly a star performer according to my pears,
management and customars, t have little hope that { will be promoted or even recognized for my contributions.
Had I known about this "lean" reputation, | probably would not have accepted this positian.

Recently we were told that HR was doing a compensation survey for our area. We were also told that several
peopla may get salary adjustments because of this. The next "communication” was that 4 people got demoted
(Ra-classed as some would say). The only way these paaple knew that they got demated was by accident. One
gat a phone call from a peer in Portland saying “[ thought you were a manager, but People Finder shows you as
a Senjor Speclalist”. Another was filling out her timesheet and just happened to notice thal her titie had
changed. Our management biamed this blunder on HR and claimed to know nothing ahout it. | find that hard to
believe. Instead of handling the situation immediately, our management didn't address it with the involved
people until probably at least 1 month later and never addressed it with those of us who were not involved.
Morale in this group remains axtremely jow because of this incident. | N

This being said, | am very pleased that Mr. Lay is back in the saddle. | hope that changes are made and that
Enron again becomes a great place to work. I've andy been here 3 years, but the change in that time has been
shocking. The reason that I've been so candid in this survey is that | truly belleve in Mr. Lay’s ability to turn
things around. Without honesty this survey is usaless,

In EBS, the huge uncertainty about the future is deviating attention of many from the chalienge. Perception of
another round of significant redundancy is highly distracting.

Perception of much of previous management “moving on” creates a parception of signifioantly less exciting
growth gaing forward, cf the past few years. If growth opportunities are slowing, then job becomes less
exciting, and one begins to look for better paid jobs outf.;ide.

Redundancias at banks doesn't lock so bad when they get 6 months pay on notice - Enron overall package is
slipping badly, especially given share price fall.

There appears to have been an imbalance between number of and skill of senior commercial employees
(Direclors, etc...) Including weli-compensated "US expats” living comfortably on an overseas posting and lower
tevel employees. | ses too many "questionably qualified” directors overcrowding some teams. US expats issue
seems to have been addressed recently - going in the right direction.

Enron has great potential and great ideas - Ken Lay admired widely and appears approachable - more than Jeff
Skiliing was - more open communication is, however, needed at all Isvels underneath Keri Lay to address real
cancarns which havejbeen bubbling away under the surface through 2001 and were abvious to so many but
appeared to be ignored by all lavals of management,

This survey is avidence of it starting to be addressed properly and is welcome.
I am hoping management can address the challenge to retain talent at all levels - this is the chief reason for
fallura recently. People could
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& prc is a positive process taken 1o extreme, too much time wasted. the employee whe performs a vital function
who has little patential to grow is not tolerated, which is stupid. some people simply are role players, peried and
they have a ot of value! enron's way or the highway, we shall see if that works in our business, but, it appears
arrogant.. not sure front, middle, and back office structure works in all applications. need to polish image, post

skilling {who did project an image of cocky self assuredness, not (0 say he wasn't good but the public and the
market ara fickle. : .

& While | trust Ken Lay and | trust my immediate Director | sometimes wonder about the managament layers in
between. Their methods of management seem arratic and sometimes evan antagonistic, which definitely does
not fit with our values (respect). 1 also worry about our accounting maethodology {e.g. the Wall Street articles
ragarding our company and talk of "pro forma” resulls). 'm in one of the old *horing” departmants that have
sieadily performed over the years halping support all of the new ventures that have come into existenca. |
would like to think that ALL the layers of management would share your desire for integrity and respect, both for

customers and for amployees (your survey would not necessarily show that because of the way the quastions
are worded).

& | believe that the management changes that have taken place in the last month are gaod for our company. Jeff,
Ken, Kevin, and Cliff wers very intelligant guys, but wara extremely arrogant. Let's chack the attitude at the
door and go make some money. | felt like were spending too much talking about making money instead or
going and doing it! 1 am excited about our new management teamt{

& 1 was offended with the recent communication stating the departure of Ken Rice and Kevin Hannon.
Specifically, the part that gave them a very nice pat on the back for a job well done. Maybe I'm naive, but | think
many of us know what contribution they really made and personally | would have appreciated the
communication stating...Ken and Kevin have decided to leave Enron and we wish them the vary best —- and
leave it there... as this communication doesn't have any fluff that might not necessarily be true.

& With Ken Lay at the helm Enron will be restored to its former glory with a littie time - confindence by all in-hause
and client base will be renewed. .
We ALL will have to glive that littie extra humfp to reach these goals. We all should pitch in bacause only WE
as Enron will benefit from these goals, but we ALL must try a bit harder and not succumb to too much gossip.

@ Keep up with the surveys thay are good for employee morale, I'm glad Ken is back - think it will be all right from
naw on.

@ There should be more Enron and Enron contractor days or weekends so that we can meat more people that we
work with. Maybe having a bar-b-que or something whars we c¢an introduce and meet others that work in the
same building as we do.

& During Tom Whites heading of EES a lot of former retired ARMY personnel were hired. The problem Is, these
people have not "left the Army”. They still “bark” orders and expect their demands be cariied out withaut
question. | worked for a retired 2 star major general in EES up until the end of July when | moved to another
position - he WAS/IS degrading to employees under him, uses foul language, and has absolutely no respect for
people with titles lower than him (he is COQ). This was brought to the attention of my HR person but he is
completely under the “thumb” of this person and has no backbone to stand up to him. Of course | sutfered
retaliation and now | am back with Enron Corp and enjoying it very much. This is not the kind of management
that Enron should embrace!!

RETIREMEMT - | have been with Enron for 23 years and will be refiring in 6-7 yeara. The horor stories | am
hearing about people taking retirement are unbelievable. There Is NO ONE to talk to anymore. Everything has
been outsourced. | ca‘led the 800 number last week to inquire about some benefils and the'person | talked fo
was vary nice but didn’t understand a thing about Enron. Every question | asked | could hear her lyping in the
question and then reading the answer off the screen. Then all of a sudden she said - by the way how old are
you. | told her and she said, well that changes everything, 1 guess | should hava asked that at the beginning.
For us who have been dedicated and layal to Enron with our years of service deserve better treatment than
this. We have questions and need answers, not some automated pick 1 for this and pick 2 for that, we need
informed people to talk to that can answer our questions.

N | am pleased that Jeff Skilling cesigned. He is without doubt a very brillant man but has absolutely no people
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skillst if you ever asked the question about how to balance your life between work and family his answer was if
you don't like working long hours and weekends - get out and find somathing else. This attitude has done a lot
of damage to Enron morale. The layoffs with Broadband seemed to be handled in a very uncaring way. The
day the layoffs were announced Enron ran a contest asking people to submit reasons why Enron reorganizes
all the time. Poor poor timing!!!l

| am very proud to be an Enron employee and the work we do in our community. | am very happy Ken is
“hands on” again and will help to get paople in the top positions that not only can bring our stock back and take
Enron to the top but will also have people who care about the employees again.

If anyone would fike lo discuss any of the above comments | can be reached at 3-8107. | would appreciate the
promised two-way communication.

& Not that it will make any difference; but 1 will tell you that the perception and daily discussion among the privates
and corporals is that the Generals lost the batile and were paid EXTREAMLY well anyway. The ground troops
now have to cut back and cut back and suck it up to make up for the Milllons and Millions and Millions that
walked away.

You know; when you win the powerbal Irrespective of your success or fallure there's really not very much
motivation to make sound cost effective judgments. Every single employee knows that Broadband was allowed
to spend money like a drunken sailor on shore [eave.

The people responsible for that failure and others {Dabhol, EECC) left here never having to work another day in
their lives if they choose.

if 1 fail at my job | don't get millions, § just get shown the door.

People talk about senior execulives baing risk takers and thus justifying their compensation.

It seems to ma that the only people really taking risks are those of us whao dont win the Executive
Compensation Lottery we just get laid off,

That's my comment; not that it will make any difference.

You know, having said all that, | still find Enron the finest company 've evar worked for (and I'm a fair amount
older than the Enron average).

Kan, if you read this, thara is a reason YOU recelved a standing ovation. PLEASE take care that yaur ultimate
replacement earns and values the respect you elicit. The empioyees of this company find you an honorable
man. Many of your senior managers recently would be found wanting in that category.

@ Our company just joined Enron in April. It was a very welcome changa for most of the regular employees.
However, we are finding our area of the country Is sadly lacking getting attached to the valuss and rewards of
Enron. We are anxiously awalting the heard about system of employees being allowed to pick people to
evaluate them. Mainly, getting anyone in management to sit down and LISTEN to conerns and ideas the
employees have. | understand Enron has taken over several companias and is much slower at the presentin
getting their values in place with these campanies. Enron needs a way to get these promised sysiems into
place.

& | strongly suggest that upper management throughtout the company read an article called "The Human Side of
Enterprise” by Douglas Murray McGregor, paying particular attention to the section on the Convantional View
and Theory X. The ego and seif-fulfilment needs of Enron employees (as outlined in the article) are not being
met. | feel this has deteriorated in the recent past and needs to he rebuilt. § am very exclted to have Ken back
as CEOQ. It gives me hope that things will get back to the way they once were and managemant all across
Enron will once again be ﬁnited and in communication with each other rather than divided and only worrylng
about themsalves and on'a rare occassion, their own departments.

& Enron has moved away from being an employee sensitiva company. All of our Visions are about being the
largest, most profitable company In the world. All focus is on the bottom line - retumn to stockholders and
no{limited focus) on employees. All we hear about is earnings, return on invested capital, cash flow, PRC
process with forced rankings. What about employee morale? It used to be a great & fun place to work, but
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management has lost its focus on the employee satisfaction. All of the ex-management commiltee members
have left the company with huge bags of monay and the base wark force is still left to carry on the work of the
company. Boltom line focus is necessary, but there is a balance. It would be amazing to see how truly dis-
satistied amployees are and how they can hardly wait for 5:00 each day and for Fridays. (t never used tobe that
way. Management must get the employees back into their strategies and m,ake Enron once again a fun place
_ towork. Also, management must truly walk the talk on respect - with the extraordinary focus on numbers,
respect has taken on a false pratence. Not many employees really belleve that Respect is truly practiced - you
must meet the numbers and raspact is trashed. Look at the compensation - the big bonuses go to the #1 &
#2 performers (Pay for performance!!l), but there is little recognition on the value side of the evaluations in
determining the rankings. Bring in the numbers and you are rated high - despite how you rated on Respect,
Intagrity, Communications, and Excellence. We have been told Values don't impact ratings - only making the
numbers does!! The balance has swayed a lot away from the employee and to just a bottom line lo make
Enron the world's largest company. What good is that Vision if the employees don't buy into it??77??

@ | would like to take this time to welcome Ken back and to say that | have the utmost confidence in his ability to
bring Enron's reputation (and stock) back where it belongs.

& ! am a contractor, 50 | don't really know if am suppose to flif this out. | just wanted to comment because | do
wark in your offices and hope possibly to become Enron. | just wanted to say good luck to Ken, everyone
seams to be pleased with your determination. | believe you can make Enron better.

& There needs to be a decesion made and communicated about what is to ultimately be done with EES and the
former EES employees moved to EWS and Networks, EES has falled. This needs to be accepted and action
taken to only offer wholesale products. These products could be offered to customers which are cansidered
retail. There Is certainly monsy to be made in this regard. However, there is no money to be made in
citygate/burnertip transactions. Furthermore, any margin EES can get ¢an not be compietely hadged. EES
systems are so primitive and fragmented, any value gained-in origination Is lost by EES’s inability to properly
book, contract, bill or properly represent it's trading positions. In other words, operational risk is huge. EES has
been booking fraudulent revenues for years to meet it's goals. Even then, wholesale has baen forced to bail
EES out to the tune of several hundred million dollars. EES shoukd be entirely swallowed up by wholesale. For
the most part, the current EES employees will support and accept this decesion. Mas! employees just want
closure. An "in-imba" situation has been in affect for over 6 months now. At this point bad news is better than
no news,

Thank you, Mr. Lay, for stepping back up to the piate!l!1}!!!

@ Please make restoring investor confidence the number one priorityl We need to explain our infamous black
box as much as we can, Too many people/wrilers/analysts just don't understand what we do and it's hurting
our stock price. Pleasa investigate what's going on at EPSC. It's the most miserable, inefficient company at
Enron. (1 don't work there but | deal with them.) Bill Donovan does not live the values. With the new building,
we MUST have an efficient facllittes managament function. | don't care how small my cuba is, | just want a
facilitles function that-works. Innovation has passed up EPSC. Thanks for asking and good luck, Mr. Lay!

& Now let me tell you the majar issue § have. Stan Harton in the process of saving dolfars s allowing Phil Lowery
to run our pipline company to ruin. We are not allowed a budget that enables us to properly run this pipeline.
Wa ask for O&M monies to paint and treat corraded engines and pipe. Is it there? NOI They say, "take it out of
your axisting O&M budget which Is already so flat that it won't meet our day to day oparational requirements.
We ask for monies to mow our right of way so that we do not have 40 foot trees growing aver our pipe. Do they
give us the maney? No agalin! "Take it out of your existing O&M budget" they say, knowing it hardly will support
our failing forty yearjold equipment. The reat sad part of this story is that people like Phil Lowery make promises
to turn back 32 million to Stan so that he (Phil) looks good and prospers; you know personal gain withaut regard
to others. Well we would like our operations to look good too and were not expecting great big personal
bonuses in return. We just want a safe place to work, one that looks good, and something we can be proud of
and tell others goed things about. Oh, one more thing. Relieving the stress of trying to manage a billion dollar
oparation on a hundrad dollar budget would help feelings around hera. This is my opinion and | know that thosa
in control will only say that | don't have afl the facts. Well this is true, but this one fact | do know, we better get
moare manies to operate this pipe or we are in for hard times. Thank You for your time Mr. Lay and may we all

|
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genuinely make this a belter place to live and work. From a concerned Florida Gas Transmission Company
employee.

'If’si My gﬂenﬂons were not ta do harm to Mr.Horton or Mr, Lowery becausa | do realize they don't have all the
acts either.

& | am glad the you are back Mr. Lay because your present in the
for-front makes a difference for Enron.

& | believe that we need to spend more time focusing on our values with an attitude of 0 lolerence. | have seen a
lot of employees mistreated and shown absoluttly no RESPECT. The mast disturbing thing concerning the
RESPECT issue is that when an employee speaks up and voices their concerns they ara told they are being too
sengitive or taking things the wrong way. They are not taken seriously.
| would suggest that we focus on our values to the piont that they are understaod at all levals....from clerk to
VP,

# 1. Reavaluate our agressiva mark to market approach to booking earnings. While it makes sense to wark within
the letter of the accaunting law, I've become uncomfortable that we are pushing the fimits within iliquid
transactions to recognize income today at the expense of carrying forward risks that will hit earnings in the
future. For example, using insurance to guarantee the mark to market value of a business unit's spread in a 10
year deal so it can be taken Into earnings. By by insurance, they satisty accounting requirements, but they are
paying away a significant part of the economic value of the transaction to gain the upfrant accounting treatment
| believe this agressive approach has hurt our credibility on Wall Street and contributed to the quality of
earnings question being discussed by many.

2. Over the past 6 months, my interviews of associates/analysts and managers has been disappointing. There
is a clear trend away from taking career risk by getting involved with new business ventures. Several have liked
the job opportunity, seen the upside potential and yet have decidad against taking the job because they wanted
a safer more secure business area to work in, | believe this is mare than a reaction lo the failure of EBS. it
reflacts a commoniy held bellef that the peopie who take risk and try to start up new businesses within Enron
don't get compensated in the early days for taking that risk. The PRC process and bonus allocatlon at year-end
reinforce this. The message coming accross seems {o be encouraging a large pool of people to want the
sacurity of mature businesses and a certain path to making money. How can Enron stay innovativa if this
attitude becomes prevelent in the ranks of very talent we're looking to for the next new business idea? Our
greatest strength has been and needs to continue to be pushing the envelope and taking risk on new ideas,
without the fear of failure getting in the way.

& | strongly recommend looking at removing the preferred distribution from the PRC process....it has caused
great problems in our area, and caused morale to drop significantly. Thank you for asking!

Also, surveys such as this are great. The fact that Enron (Ken Lay) solicits our input means a lot {o me, and |
truly believe he has every employee's best interests vary much at heart. This is the reason | stay here and that
we can weather the stormy times here,

& The Performance Evaluation Process must be fixed. It is the most demoralizing thing happening in the
company. The PEP forms and process of direct supervisors sitting down with their reports and discussing
performance is great, but this is blown away by the PRC committee meeling later and producing Forced
Rankings thal are unfairly penalizing employees with lower ratings than they deserve. It would be much more
fair to give the supervisors an allocated pool of banus money and let them apportion it to their direct reports on
the basis of their own evaluation reports. This whole process shouki be done only once a year. Il's currently

-~

killing morale e‘nd is setting the stage for potential lawsuits if not changed. :

| am appailed at the money being spent with 3rd party engineering support by the developers. The company
needs to consolidate engineeririg into one ceniral source, which will reduce overheads and developmaent costs.

| would also suggest a different CEO for EEQS. This is our third leader since (zzo left. Our current CEO has
no stated vision or direction, hardly ever attends any of his own staff meetings, is nat involved in the details, and
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doaes not carry out regular monthly financial performance reviews. Ha recently commented that at the end of
each day he wasn't sure what he had actually accomplished. 1'd say that sums itup. The first-action taken by
the new CEQ/CQQ when they took over EEOS was to eliminats $1 million for the EEOS ovaersight functions of
NEPCO. This may have looked good in reducing overhead costs, but now NEPCO is in financial trouble on six
of the fourteen projects it has under construction, with two of these projects alone suddenly losing about $17
million, with no warning, and more losses to follow. This is not good executive management.

D Envon will continue on its downward spiral until it starts to treat peopie fairly. The PRC process Is demorallzing,
and it brings out the very worst in pecple, as the management scratches for position and places its buddies in
the top slots while ignoring the peer reviews of an individual, As these Individuals cannibalize themselives,
distrust builds to the point where | have a strong disgust and disrespect for the managers hare. Also, the youth
culture here, while it brings talents and energy, also contributes to the hearilessness, as the younger people
seem to have an arrogance and lack of compassion that comes with maturity and having the experlenca to
manage people correctly. There i3 no regard for angineering talent here. That being the case, we should never
have started EES, as these projects are based on engineering principles. Our obvious lack of competency In
performing these projects is the result of not hiring people with engineering and construction baci(gmund. The
incentive system for the field people causes them to focus on their personal bonus instead of doing what is best
for the customer or what is the most sound solution. | wouldn't want EES touching my facilities if | were a
potential customer because | see Enron as Incompetent in managing projects. Enron is awash with too many
MBAs and PhDs with no practicality or common sense. A lot of our difficulty in EES has been brought about by
oullandish ideas on how projects are to be handied, again ignering the value of enginesring. After the layoffs,
the current staff is left stunned and with no direction. Managers are baing insertad betwaen the real workers
and their pravious management, and no decision making ability of any seems apparent. | have worked for two
utilities, and Enron has become the embodiment of what gives utilities the inertia in trying to carry out initialives.
Nobody is empowered to accomplish their task, and everything seems ta go to committee at my tevel. 1 no
longer have the drive to accomplish, because someone will tell me why i can'tdo it.

One positive: Ken Lay is a great guy warthy of everyone's respect, and | believe he can turn it arolind. He's
one of the few gems around this war zone. | finally bought some stock an August 14 knowing he wouldn't let
this company go to ground.

» No good public PR related to CA probelms, friends in CA think Enron is a "bad” company that has taken unfair
advantage of them,

The PRC is a joke and needs a complete ravision. "
The PBS program of the CA problem did not prasent ENE in a good light, ENE looked like a big seif serving,
arrogant bunch of big wigs.

Why not propose to CA that Enron provide the power trading service on a "frae" basis, with our only cost
recovery a 10% share of a savings below the avarage power price for the day and some kind of a cap price.
Maybe there is a way that we could make this Issue a positive rather than a negative.

We need a major PR effort from top management, lets see you and the new mgt team on TV being proactive in
resolving the probeims, not just saying we did nof doit.

The current stock price is definitely an issue at the moment. It's dishartening to see some executive
management (Ken Rice being an example) cashing in large quantities stack options - at very low strick prices.
This is public information and makes the rest of the employess wonder what's going on with the company. A
moratorium on axecutive management from selling stock options given until tha stock reaches a certain point -
perhaps 80 to 90 would be very appropriate. At the same lime, this would be a good time to have some
executives put their money where their mouth is and buy Enron stock for the long term.

There needs to be more value placed on technical expertise, rather than financial engineering and theoretical
mumbo-jumba.
- The politics and back stabbing in EES needs to end to keep and attract talented peaple.
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I used to think that this was a place whare you where rewarded for what you know and how yau applied it rather
than who you know and how dazzeling your powerpaints appeared.

Hopefully, Mr. Lay can rid Enron of the mean spirited sneaky attitudes that seem to be encouragad.
1 think Mr. Lay is TOP. He is the greatest and | am SUPER happy that he is back as our leader. May God

‘Bless him.

My other comment is that this company had always been THE greatast campany to work for up until a year ago
when the monetization of assets began, leaders started resigning, other were “redeplayed” and averything went
haywire. | know we should not put alt our eggs in one baskst, so | believe we should not rid ourselves of the
assets but instead we need to distribute our workforce and give it our best efforts to continue being diversified
and productive in all areas. ! liked very much preparing bids for pipelines, power plants, atc. You might be
losing all your best people that feel the same way to a pipeline company in town,

I really like the phrase "LAY it on the line!!!

Would be nice to have quleter work environment (less interruptions of work flow and thought process). | believe
my balance of work and home life would be improved if | did not hava to work weekends to make up for time
loat during the week due to interruptions.

With the SAP system, several promised opfions were untrue. System is too cumbersome & bandaged. Too
much outsourcing has taken place w/no procedures in place. With Ibuyit, we cannot purchase pipeline supplies
at some locations because vendors ars not being paid. PRC is not fair. Employees are being rated by mgmt
who do nol know them or who have not even spoken w/them during the year. Thank you for this cpportunity 1o
comment.

We have gone from a company that had pursued growth aggressively to a company that wanliag ta peatect
what we have. The result has been a gradual downfall of an empire. Instead of leading the pact and being the
anvy of the industry, we have bacome just another company. My admiration for Enron and the reasons | came
to work for Enron were tha forward view that Enron took on all aspects of the business and risk management
capabilities that have become legendary in the industry. We have walked away from that and trying to protect
{not grow) the business, through commadity only.

Suggestions:

Canfirm our commitment to the businesses we have underlaken - EES, New Power, Broadband, etc.

Show the market by action and not by words that we are serious about our businesses. Stop bleeding the
talant poals (layafis). - .
With EES bring in new deals and accounts to conlinie to grow the business. We have not had any major
contracls closed since Feb, 2001,

With New Power pursue, acquire and advertise the customer growth. No news in this industty is considearad
bad news. ©

With Broadband put together a vision of where we want this company to ba. Consider acquiring/merging with
other broadband companias to strangthen our position,

With Commodity advertise our successes. California Is only a side Issue now; Let's move past that.

<

1) Issue/Comment: Companies undar consideration for asset sales are looked upon as "ugly stepchildren” by
Enron Corp. through no fault of the individuals employed within those companies. This Is Hlustrated most
recently where indications are that emplayees of these companies have naot been mads elgible for Ken Lay's
special 5% option incentive, despite being current employees (and not in redeployment), and no purchase sale
agreement yet signed.

This Is both morally and unethically wrong given that if na PSA is signed than no sale has taken place, and all
remain as current employees working the assets for the continued financial benefit of Enron Corp. This has
taken place without any explanation given by Enron Corp as to why? to affected personel.
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2) Issue/Commaent; Enron Corp puts extermely high value on MBA's and their relatad associates program. This
is understandable. Still, at the same time, highly educated / qualified individuals with other dsgrees such as in
the engineering fields are Ireated as second class employees, with their caraer oportunities somewhat
“rastricted” because of the over emphasis on MBA's. This has bacome even mora evident as the efforts have
been directed toward selling assets and focusing even more on the trading side of the business.

3) Comment. Enron Corp seems to consistently go out of the way to "avoid" commenting on the finanial
contributions made by some particular companies to Corp. Qur company made over a $100 milllon in net prafit
in Year-2000, but not once during the past couple of years did our company even receive a foatnote in any
presentation by Enron Corp management (Lay / Sutton / Skilling) at employae meelings, presumable most
recently because we are an asset up for sale. By comparlson, Broadband got lots of press.(all positive early
on) despite not making a single penny profit during Year 2000. Our company wasn't even acknowtedged during
"new employee” arientation. Same for many other of the smafler companies. Seems if you are not
"Broadband” or "Trading” you aren't of much use to Corp.

@ 1) Internal competition (i.e. driven by the fact that each unit has to provide -survive based on- its own profits) is
NEEDED/REQUIRED but not "sufficlent” to ensure Enron's success as a whole.
The sum of "local optimums" ONLY give "the global optimum" in 2 market environment, when markets are
“pertect”. Therefore, we need a better set of internal contractual agreements that allows us (Enron) to reach a
“global optimum” on each dealibusiness opportunity we identifyfpursue making each busienss unit to be as
focus on the size of the ple as it is on the chunk it is going to get. There has been various business opportunites
and deals not taken/successful because of units baing oo much focus on what they are going to get from the
deal over what Enron is going to get from the deal. (Having slock oplions is a good flrst step to make us think
"globally” but it is too diffuse compared to the effort/reward on an individula basis...) We need an additional step
that better ties individual performanca/reward to the overall performance of the company, internal “flexible and
opportunistic* deal/business based contractual agrements among business units could be the way to go.

2) Need more internal control over origination and investments, specially overseas. To really understand what a
product is about and when it is best to ba sold, is as important as to sell it. Rewards should be tied not only to
the "selling event” but also to the "performance aver tima” of the deal ltself. We need to make the deal people
accountable for the overall impact of the deal on Enran, of course, to the extent that it was up to them to affact
such qutcome.

P .1. | think Jeff Skilling's biggaest problem was that, despite ail the media blitz, he was not a charismatic leader,
like Ken Lay, Lea lacocca, Herb Kellerman. Enron used to have VERY charimatic leaders that the employees
loved Yke Ron Burns and Rich Kinder, There are no longer leaders of that ilk here in Enron. Extarnal
customers would hear Ron Burns speak at industry functions and call lo say "l want to work for that man!" Jeff
Skilling couid not engage that charisma with the media or with the employees. Greg Whalley Is even worse,
I've warked with that man for six years. He is mean-spirited and Hatefu! to employees. | hava sesn him be
mean just for sheer enjoyment. He has no charisma, in fact, cutside peers have commantad on his nastiness
to customers and employees alika. | think you're moving in the wrong direction by selecting him.

Furthermore, something must be done about FRC. It does nothing but demoralize and preduce the aggressive,
nasty environment that makes most employeas leave. Firsl, it undermines the first line manager, who may feel
the employee is doing a great job. Sacond, while it may produce the competitiveness that Enron strives to gain,
it alse produces an aggressive, back-stabbing, unconstructive environment that Is too difficult for most people
to existin. (In short, anly the nasly survive!) .

Finally, ! work in risk margagement. t have seen VP's and trading directors make up a number, call down to the
risk managers and say, this is what | want to report today. Move the curves to make it that way. | have seen
directors tell traders to move curves in outmonths to generate income that the traders did not believe was real.
| have seen traders leave Enron because Enron tampared with the "ethics” of the curves, and | have seen the
trading directors deride traders who tried to stand up to his ethics. 1 have seen trading directors instruct book

personnel ta boost volumes an long term deals that aren't there to generate quarter earnings, only to have to

3
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r?(duce.ithose actuals tater down the road. It's unethical, and as a stock holder, | can understand industry
skepticism.

& [have been through quite a few changes at Enron over the years. The best change was Ken Lay coming back
this month!l There was a definite changa in air at Enron when he stapped aside. I'm excited that he is back.
Enron is a premier company to work for.

& The.PRC process should be changed so that it does not demoralize and crater the self-astaem of good workers.
A look should be taken at age and sex discrimination.
Our HR groups seem to be focused on just keeping the wheels on the processas rather than baing a rasource
for employees and management. 1 asked about a payroll problem and the HR rep said she didn't even know
who to call.
| didn't get a bonus or a pay raise this year after being a top performer most of my career; my boss gave me a
“reimbursement” in liau of bonus which | attribute to her sacrificing my rating to others in the ranking process. |
was being rated against management who had huge staffs while | was leading change projects with little staff
but utilizing many employaes on implementation teams. In short, | feel the criteria for success is skewed
toward high profile jobs who get lots of attention. Success for Enron depends on fots of successes in many
different avenues,

& | command Mr. Lay for stepp!hg back In his original position. | and others feel EXTREMELY confident that
Enron will become a better company to invest in and a better company to work for in the fulure. ) for ona was
thinking of leaving Enron, but have reconsidered since Mr. Lay s back in charge.

| also commend Mr. Lay for admitting that there are great morale problems and he is ACTING on it! It is so
important to have a leader that wants what's best for his employees...just like the way it was when | started here
5 years ago.Employees with high morale will perfarm better and exert a positiva image- for Earon. For the
public to have a positive imaga of Enron, the employees must do so first.

Lastly, | have a concarn about the Later Move Palicy. In my recent search to mave to another position within
Enron, | have been lold by sevaral HR representatives in various business units that an unwritten policy (an
understanding between business units, so lo speak) has baen put in place that employees moving internally
within Enron will be strictly lateral moves. | find this somawhat unsettling and unmotivating.

l'va been with Envon aver five and a half years and have held four very diffarant positions. This has aliowed me
to see and learn diffarent areas of Enron and | fesl that | am a more knowledgeable and marketable employee
because of this. In the meantime, | have earned both a BBA and MBA haping ta Increase my chances of
advancament. The lateral move policy will no longer motivate me to experience other areas of Enron. | also
find it unsettling that emplayees lagve Enron only to come back two months later for more money and a higher
position that they could not achieve had they stayed (I have seen this for a fact).

Will this policy ever be removed or relaxed??

& Enron Stock price dropping is somathing that has changed the attitudes of the people § work with locatty. Tha
desire to retire somewhat early is baing rethaught. Tha idea of re-verifying to meat the DOT aperation
qualification rules may be a deciding factor in whether to stay with Enfon or not, Thera are at Isast 3 people in
aur fleld team of 42 that probably wilt base the decision lo leave the company on how cumbersome the testing

\ process will be, Filling the gap whan they dacids to leave is a cancarmn. We havs one parson with 2 yaars, 10,
15, 20, and the rest have over 20 years of service and axperience. Where do we gat the expertise to operate
these facilities SAFELY and efficiantly when these people Ieave?. -

| ike the fact that Ken Lay is;back in the driver's seat. Mr. Skilling's persona portrayed an image of a spoiled,
arragant yuppia. | do not know the man personally but the image portrayed in the business publications did not
give Enron an image of integrity and respect. | am proud to work for Northern Natural Gas Company, of the

history that exists in the field locations, the coming togethar when an obstacle needs overcome. But | don't
think the public and the financial community aiways sees that side.
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Ken, the new stock option is certainly a good stap, thanks. However, some of us were caught befieving Jeffs
$108 price prediction and are now faced with stock options expiring in January and May. It could help us a lot if
Enron could add an additional year to the original term of stock options that expire in 2002. This stiil keeps the
employees' goals afigned with stockholdars. Is this possibie 7 °

If stock price can return to highs of the last year, the stock options would be really great. As’t is, we have to
hold and hope for the bast. Mare telecommuting and flexibility in work schedules would increase employee
productivity, espacially with cramped work space and many hours spent commuting through traffic and
construction. With regards to PRC, I'm uncertain how well the relativa ranking aspect is working out.
Individuals da not feel valued In spite of improved performance, experience, good work ethics and
contributions, In the IT areas, It is cammon practice for employees to work lang hours, weekends and hotidays
all year long, year in and year out, it has become an expectation, even though we encourage our amployees to
take care of their families and personal lives. The practice and expectations do not match what we say.

We must learn how to handle customers. Wa are acquiring customers daily and we must do much better at
servicing them and retaining them.  Ken, we must really do something about PRC. The morale this time
around was awful. | agree totally with the peer evaluation system. Howaver, it is the committee and ranking
process that turns everything sour. | have had to review people who receive great feedback, however their
overall ranking from the committee was low due to reasons beyond my comprehension. Than, | had to provide
the one on one review and | really couldn't correlate the evaluation with ths ranking. This is definitely not falr
and is demoralizing. We must find a better way.

Ken, we need you lo restate the importance of the team concept. Drive it homet Our directors and VP ain't
walken it or talken it. | realize the importance of our international prasence, but we need lo step back and take a
look at what makes people want to Invest In our company. If we can't resolve India, let's get out. | know
deregulation is tremendously impartant to our future but we need to give investors some confidence in our
California (financial) position. Just exactly what is our exposure? Finally, émployees need a clear and
supporting position on seif evaluations. The 2001 mandale that XX % of the people are to be rated substandard
was not only wrong, it destroyed moral. We have the best damned pipeliners in the world warking at Enronand
there ain't a one of them that is substandard. Ken, you need ta tell us that. Thanks. Jim Sanford Omaha

My unhappiness with my stint in Enron has little to do with the more macro Issues that the company faces, but
the more micro issue of favaritism shown to analysts that come from Wharton.  Mast of the high profile work
within my group has been systematically given to Wharton analysts as a first choice, and only spill ovess are
glven to analysat from less prestigious schools. In addition, | have sean a fellow employae, with 2 years
experience with Enron, being told that he was to be given a stint in Londen, only 1o have the promise of the stint
broken, and given lo a new hire analyst from Wharton. These are just a few examples of the gross unfairness
that goes on in my group that makes me want to leave the company. Part of the problem, as | see It, is due to
the fact that being a foreigner is a slight disadvantage in the company because my sense of humor is different,
and that hurts my ability to make an impression. | feal that there might be a remote possibility that form might
just be as important as substance, if not more. 1 guess | am in Enron's pond now, and | should try my best to
play by its rules, my only.fear is that form might truly be more important than substance, in which case, my PRC
won't be what | expect.

Enron has become what they are by the leadership from within all tha levels of the organization. While under
Mr. Lay's moral leadesship the organization has attracted like kind of invastors and employees. When Mr. Lay
left it was my fear that without the Gadly type of leadarship pravided by him that this Company would go down
hill. Moral and sound leadership is by far more important than sheer abilities. The Key to the stock price is the
value that the company places the employees and the values of thier leaders at all levels especially the man at
the top.. Yes it does rollldown hill.. :

Given the recent layolfs, redeployment and voluntary leaves, the overall work atmosphere at Enron appears to
be severely damaged and peapia have lost molivation. Enron's executive management is axercising millions
warth of options, either forced to by expiration or voluntary. Departing executive managers also show a signat
that sither something is going to hit tha fence ugly regarding Enron's earnings, cash flow or balance sheet, or
individual challenges or opportunities may simply have dried up. (Or personal lives have been forgotten for a
decade in the quest for more and more monay) My impressian is that the decrease in motivation is partly due

.- )
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to the fact that there has been a significant decrease in opportunities for interesting assignments and
responsibilities that provide personal development opportunities with the increased focus on the trading
business. It daes not requira a whale lot of intellectual skiils and medium to long term vision to sell commadity
structures and trade commodities. So I'm wondering why we need MBA's for that (naturally because of the
networks). Simultaneously, profit margins on trades are decreasing rapldly and trading volumes will scon see or
alreadysee a decreased growth rate due to increased competition and market limits. These items clearly tell
me that the current trading business is unsustainable in the longer term when relying on less assets. Nothing
against trading as it is merely the more effactive utiiization of our existing and new networks, Hawever, with
trading margins decreasing and less reliance on the productive assets, the end result could be a financial
bubble. To me, and to Wall Street, quarterly figures are important but by not having a sustainable long term
vision and strategy, combined with limited productivity (and economists have to agree that trading in its essence
does not add real production to the gconomy), the future of the company could be at stake. In addition,
change, trying new ideas and being a first player in the market is good but only to the extent that there really is
a market (lessons can be learnt from Philips Electronics' experiences). Rupturing up group structures each six
months with a change or restructuring is probably not too beneficial for people’s motivation either, just as having
3 feet of office space and a PRC procass that probably takes up half a year of our HR-departments time, and
ranks people nat only for their performance (should be} but also for the level of confarmity. This conformity
severely limits tha creativity of Enron's employees. Simultaneously, Enron recently seems to hava laken a
typical ‘U.S. foreign policy approach’ towards the outside world by acting arrogantly and confrontationa! and
sometimes evan avoiding negotiations with mutual benefits or intent of sharing long term Interests. Perhaps this
warks In the U.S. (maybe not in California), but certainly not in Europe and the rest of the world where lack of
integrity, arrogance and a short term look at business retations will be punished, certainly in a slow economy.
Although attention has recently increased on cost savings and rightly so, f think it is more impaortant to look at
more effective executlon of projects, ane of the main reasons why our international assets are performing so
badly. Agaln, this could aiso have to do with the confrontational or military approach that we'd do things no
matter what, without understanding the real values of other cultures. Despite. globalization, people in the world
will continue to behave differently and fimits to (a company's) growth will be reached sooner when taking the
wrong approaches. Looking at deal execution will also include analyzing our bonus structure to ba more
compatible with the long-term prospects and execution of deals Instead of solely based an the closing of deals,
including bad ones. Itis not too hard to figure out that, in the case of Azurix, water is naver going to be traded
as gas or electricity, certainly with a foreseeable global shartage of fresh water. Populations have and will claim
a basic right to water, aithough some countries use it to hold cther countries hostage. Summarizing. a lot of
attention at Enron is being spent at watching our stock price on an hourly basis, while, to my opinion, more
attention should be pald to rational investment decisions and productivity in real economic terms! As a result of
the lalter, nobady should have to worry daily about the stack price. Recognizing the challenges in identifying the
productive opportunities, and realizing the difficulties with biltions of dollars in international assets on the
balance sheet with minimal returns, fact is that Enron will have to determina a long term strategy with some
degree of sustainability in order to regain investor's confidence.

& The push on United Way is getting out of hand. 1 understand the importance of the campaign, but had other
people that | know spoken to about their lack of contribution. Even though she had logged into the system and
chose not to contribute, her boss was spoken to about making sure sha contributed at least $25. 1 thought that
information was conftdential.

& | am really gtad Ken is back!

@ Force Ranking needs to go.
Need to get back our core businesses, then go forward. .
Establish a corporate vision and direction and goals, and tell us to ralt up our sleves and get to work. Give us
the opportunity to participate; Ken's a good leader, and the people wili follow.

& Ken Lay seems 20 trustworthy and intelligent, and | think employees and potential Investors want to believe in
him. As for tha new COONice-Chairman, they're fine operationally, but no evidence of vision. And reality Is Ken
was on watch when Enron made billion dotlar mistake after billion dollar mistake (Azurix, E, EES, £BS, now
maybe even New Power, etc.). And compounding this, the top managemaent who directly made these bad
decislons were compensated in the tens to hundreds of millions of dollars, leaving the fine employees to deal
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with the aftermath, and a feeling that the proper managemant incentives do not appear to be In place to make
sure that risk-taking s encouraged, but that billion dollar mistakes da not continue ~ the feeling is that this time
the company cannot afford any more,

@ The hardest thing far me about working for EBS was the ability to respect that Enron Is a Fortune 100 company,
when § saw so much money being wasted on a daily basis. EBS did not set the standard correclly when they
started hiring peopla and the result was a lot of overpaid, underqualified people doing nothing but spending
Enron’s money on travel, food and entertainment. | have never been at a company whos spending was so out
of cantrol. The ather thing that really bothered me was the lack of respact other Enron entities gave to EBS. |
was in charge of making sure Enron’s Analyst Confarence was webcast and was told on that day, when we
were having network difficulties, that there were peaple at Enron that hoped EBS would fail. Even if that is the
case, | don't think it was appropriate to bae told to me. On that same day when we were having netwark issues, |
told Ken Rice and Kevin Hannon that Mark Koenig had been very upset at about 5 am and that | just wanted to
let them know what happaned so thay would be prepared. The response | received from Mr, Rice was, 1 don't
care about the Analyst Conference, 1 just want the CNN test to work later today. Again, | don't believe that
anything like that should aver come out of a CEO's mouth, but then again it is the sama CEO wha drank tao
much at the Partland Christmas party and told me | was beautiful. These incidents reflect very negatively on
gle. even lhoueg; } did enjoy what | did and my co-workers. - | am just shocked that these type of things aren't

etter controlled.

® Comment: believe Enron has professional and able executive management, and | feel confident that Enron will
succeed if that is what the executiva managesment deems bast far the bottom line. ! am pleasad that Mr. Lay is
back. He emulates a sincarely positive attitude. t don't hava any serlous complaints. ~
Suggestions:Affordable seminars and on site self~improvement classes.
Issue:More equitable treatment for all department members, not just a chosen few.

® PRC - we were all graded on criteria that we didn't know about - there was ne communication of what we were
graded on. e.g. the #1 ranked employee doesn'’t even do the core compstency of our dept (URM in EWS,
formerly in EES); tha ranking of all of us was up to a single person No communication on our status « URM has
been reorganized 3 times in 2001; each time our directors are unable to tell us what's happening becauss their
mgmt won't 'let’ them - e.g. we are operating in a re-organized group now, and we still haven't officially been told
how we were reorganized. This treatment of 'intellectual capitat' is disrepectful. 1t is also poor business
practice - the employees are left unmotivated and resentful. Values - RICE - R - lack of respect (see jtem
above), especially with respect to government affairs. 1 - lack of integrity, we were accused of price fixing in the
Pac NW - did we or didn't we? dldn't wa earn a tremendous amount of maney? doean't 'mark to market’
accaunting (of the EES variaty) push the Imits? C - communication - (sea items abova) E - excellence - when
the PRC process rewards people we see as incompetent in anything but claiming credit, it's hard to see where
excellance gets rewarded. Doaing the right thing as opposed to the self-serving thing anly gets one penalized.
| relocatad here from Canada. | have found excellencs, especially in the calibre of some associates and
analysts. What | have mostly noticed is the self-serving, ‘what's in it for me' aftitude of people at the VP level,
this attitude is then propogated. In URM, a lot of systems wera broken or developed poorly in the first placa.
It's frustrating for those frying lo improve them (in order {o meet goals of scalability and growth) when they're
given no support by peaple focused on signing the next deal. | would like to know what the angine of EES
growth really is. It seems to me that it should be the oppoitunity to seil wholesale generation inlo deregulated
markets. DSM seems like small potatoes to me, This suggests that the tarliff curves are not really part of the
picture. Please be honast with us and tell us what you'ra thinking. Most of us are experlenced professionals
who won't be devastated - we want to be treated honestly and with respect. We seem to be a unique group
within our area - this grolip is made of us industry experts - why doaes Enron not want to hear'our opinions? Our
previous mgmt (VP leval) saemed to dismiss the complexity that goes with electricity tariffs and act quickly
without regard for the advice of others. Most of us cama hare to leam - by isolating us, Enron doesn't learn
from us and we don't learn from Enron.  Given the self-interest atmosphere that's promoled here ) wasn't
surprised to haar that United Way contributions were slim.

& ltis wondarful having Mr, Lay back at the helm.
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I miss having someone | trusted to discuss benefits issues with. The help line provide 4 different answers to
the same ESOP question 4 different times. 1 even conferenced my financial advisor in on one occasion to try to
obtain soms clarity. ;

There are 80 many systems and 8o many passwords.

& Starting with you Mr. Lay down to the Diractor level you need to clearly communicate ENRON's goals and
direction and how we plan to meet these objectives for each Division and that they our humanly possible and
not a pipe dream!

& Over the last year we have lost respect in the investor community with some of the comments that have been
made and the disclosure of our financials. | support Ken's abllities and believe and can help restore the
respect, but with the bad ventures that have failed recently and the job loss associated it has taken the steam
out of people willing to take risk and mave around the company. Employees own stock and like lo take pride in
the company but it has been difflcult (ately with all the bad press. | think by meeting our financial earnings

i targets and chaning our disciosure we will again reclaim the investor community. | hope to be at Encon for the

long haul, | do expect the executive leadership to go out and positively promote Enron as a great company with
high expectations.

&@. There is a pervasive thame throughout Enron from associates to vice-prasidents and managing directors that if
something is "NPV possitive by a buck" then it Is a sound decision and worth doing. | disagree and fear that
Enron will not accomplish its value to capital abjectives until you Ken send out a clear message to all levels that
a quantifiable melric for return on capital is to be managed to. The {heory works if capital is infinite, | am
confident that a dose or reality to theoretical personnel would go a long way in assisting you ta accomplishing
the next 5 year vision.

Since there are a variety of my colleaguas who have not opted to particiate in this poli becausa of fear of
reprisal, the notion of confidentlality is something to ba sensitive to. Just six days ago a broadcast message
was sant out advising that no electronic, telephony or physical information Is to be considered as confidentlal.
Three days later... “Lay it on the Line" promised electronic confidentiality which is mutually exclusive with the
prior broadcast message. | thought you should knaw this; possibly reinforce confidentiality and saliceit
additional feedback.

At the recent all employee meeting Ken, you were wonderful. | sansae a disconnect however betwesn EES
upper management and your vigion. You need to rectify it. Your overview communicated the truth... EES does
manage physical properties, EES does do facilities maintenance and EES does leverage virtual utility value
from its sites. Unfortunatsly, current EES upper management seems to ba commodity driven and seems to be
allowing arigination to starve Asset Operations (AOPS) and DSM out of the action. Two years ago bundled
outsaurces were the origination theme, Last year origination found it difficult 1o close deals with Assst
opperations so origination left that to "upsell”. This year AOPS was cut to the bone and stigmatised as low
value. in addition, this year DSM has been viewed as difficult for ariginatars to closa; thus originators have been
adopting a closa the commodily now approach and leave the DSM as upsell. One could forecast that next year
at this time DSM will be people heavy and deal light, The imbalance - due largely to orlgination focus on the
easy quick sale - will cause EES to cut many talented people who cauld deliver physical value to Enron, This is
a headsup to align EES to your people doing business with peopla phylosophy.

Whan the upper management at EES was asked if personnel would be cut a few months age the answer was
no. Within weeks redeployment and dismissals occurred. X

When EES managamelt was asked if EES would raconsider the click at home policy of full payment becoming
due upon departure from the company - no click at home participant would expect to be layed off or redeployed
within a few months of enrolling in click at home - the reaction was one of confusion by management. Peaple
without jobs are Jess likely 1o want to pay for a brand new computer and upper management didn't get the
message. This was analagous to Marie Antoinette saying to the starving masses... if they don't have bread... let
them eat cake.
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The EES meritocricy is more of a popularity contest and very palitical. As Enron redeploys or removes talent
new personnel are hired. Many of those positions would be very appealing to EES personnel. The Directorship
for Load Curtailment is one such an example of a new hira (and friend of a EES VP) coming into EES filing a
newly created position which was not posted. EES can not place the very best individuals in the most
appropriate vacancy without internal compstition, needs and cradentials based scoring etc.

On the above point, HR Is failing the system for neither setting leadership nor gate keeping the matter from
happening.

Middle and upper management within the opperating group is conducting very expensive "on the job training®.
The shareholders deserve batter from yaur support or executive committee on down.

The number of ce-args are professionally embarrassing. in the beginning it played well that EES was tacking
like a sailboat making course corractions, Now it is clear to the marketpiace (and hopefully to you Ken) that re-
orga are a confirmation that EES management can not execute on vision becasuse it does not understand the
business.

EES management is well rewarded, The rank and file are not. We live from paycheck to paychack and are
often very experienced in this industry with no desire to be "just passing through”. We want to be Reard and
offer the kind of value to the share holders that you expect from us. Management has admitted in open forum
(floor meeting) that it does not knaw how to get the job done, that is for us to figura out; then they will deliver our
work up stairs,

This creates a frustraling workplace and it demoralises the team because the management admits it is not on
top of its game.

EES is a very viable comerstane for Enron. This is a fabulous business model. The execution of it is not the
"high level” 50,000 foot approach any longer. The value is in the details. The commodity product is price
sensitive four places to the right of the decimal point. There Is nothing high lavel about that Management in a
vacuum with, managers surrounded by yes man awaiting their tum to be rewarded with VP titles in exchange
for phantom value creation over the past six month PRC cycle ought to be contained. High Level presentations
should raise a red flag for you Kan that the messenger is not up on the detaits and likaly neither is his or her
staff.

Far lo many personne) tollerate and adopt an 80/20 rule of acceptance. 20% inaccuracy Is huge error and since
we are a team handing off models, data and perspective; 20% errors compound into huge Rijsk!

We naed a rabust fast accurate Rata Engine. EES has been opperating with stale rates for two years. Rates
are blended (anergy and demand) so demand is not valued. This is the wrang signalto send the team. The point
is that if the matter wara carrected then lots of latent value In our portfolio deals would become deep in the
money and mark value (shareholder value) would rise!

I wish there were more time, Task forces for each opperating group, leveraging managers - not VP's and sanlor
directors - should be given a chance t6 rebuild Encon with you and for you!

Thanks for askinglli!|

Yours In -kai- *

& ! believe that the intent of the PRC is appropriate for Enron. § understand that there must be a manner to
‘avaluate’ and ‘rata’ the company's employees. | believe that the 360 Revlew in the PRC isgocd way to
'evaluate’ employee performance. However, | believe that the PRC pracess has racently faltered in its ability to

] ~
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‘rate’ the company's employees. While | am not privy to the proceedings of the PRC, | do bslieve that an
employes thal is characterized by his peers or supervisor as having “outstanding potential for a leadarship role
in Enron™ aught not ba ¢ategorized as 2 3 or 4.

This PRC process is the greatest \nreat to Enron's intellectual capital. What can be done ta mitigate this risk?
This is a tough balancing act as the high performing employees must be evaluated and rated to promote a
meritocracy. | would like to think that as integrity is restored to the company via the leadership of the office of
the chairman, the integrity of the PRC process would be restored.

| am confident that the leadership at the top of the organization can accomplish the issue of restoring the
integrity, respect, and morale of the Enron workplace. We are on our way to achieving the above mantioned
items as a result of Ken Lay returning to the company in a more involved role. The experience, integrity, and
dedication of Ken and those recently promoted to the Cffice of the Chairman has gone a long way ta re-instill
my confidance in the company.

| believe that the employees of the company are good people that may act in a manner that is not
representative of their character as a rasult of the Enron environment, With the racant advent of the "get yours
now” mentality, nat only are individuals being harmed, but also the good of the company is being harmed. |
believe that some ventures that Enron enters are doomed financially from the on-set as a result of conflicting
deal and employae compansation structures. While this phenomena Is part of an evalving organization that is
attempting to mature with the business, we must evolve more effectively and efficiently. | befieve this will come
with a greater emphasis on aligning the internal reward systems while increasing the levels of communication
and teamwork amongst the various groups with In \he company. Again, | believe this must trickle down from
the tap to be more widely accepted in the company.

& There seems to be a lack of leadership at this time. It seems that the way to move up in this company is to run
over fallow employees and butler up to manangement. It seems ta he very political at this point. | am very
exciled about Ken Lay's recent decision to come back. He Is more genuine and concerned about every
employee and not just himself,

@ 1) would like to see Mr. Lay take the management team to task for some disturbing comments which have
arisen in the past, | am sick of the derogatory remarks that are stilf being made by some af the executives
regarding Azurix. | feel it is in poor taste and extremely unprofessional. | am also tired of attending a mesting
by upper management where f've left the mesting with the feeling that I'm a pledgee at a Frat brothers
gatharing. The arrogance that is projected by some of middle management Is uncalled for, Whatever
happened to manners and dignity? | have naver heard such ramarks from Mr. Lay. With Mr. Lay behind the
wheel, | feel that Enron can now look forward to climbing the ladder to the humber one corhpany. Mr. Lay has
recoginized thera ara prablems within Enron and has taken the necessary steps to correct these ailments. I
have respect for an executive who "owns up" when management "messes up” rather than trying to sweep

. problems under the carpet and pretending they don't exist. Mr. Lay talks to the employees, not at them. Thank
; you Mr. Lay. 2) Another area [ would like to address is the recent PRC's. [ too feel Enron needs o have a
method to gauge the value of each employee. We don't need employees who are in for the ride and nol
contributing to the benafit of the.Company. However, my observations of the last PRC have shaken my
confidence in the program. There has to be safe stops against management abusing the system.

3) H would fike to sea Enron get away from the "no assets” made. We need to be diversified. Wa need both
assats and trading elements in our organization. We need to give time to building goad customer relations and
not use a "hit and run” attitude. You may not make a quick profit today, but over the fong haul you have a
steady profit that gets you through the lean times. .

4) Give the employees J\e confidenca that they can plan on working here for a career. It's Fiard to focus entirely
on your job f you are constently looking over your shoulder for the next hit in the fay offs.

5)Also, redepioyment needs a little wark. If you are gaing to advertise redeployment, at jeast interview those in
the program before you go outside the company and hire off the slreet.

& 1feelitis very important for you, Mr. Lay to remain in your current leadership position. Your respact within the

l company and outside the company is what we need to move us forward and regain our financial position we -
had a year ago.
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The PRC process has degenerated Into an often inaccurate rating system of an indlvidual's worth to Enron,
Supervisors with fittle or no direct knowledge of an individual are voting on an Individual's rating. The process is
both political and demoralizing to those who parlicipate. The fixed percentages are pushing peopls into siots
that are often undeserved. Evaluating our performance.and raceiving feedback are essentfal, but we must find
a better way. If we don't| think we'll find it very hard to attract and retain the best talent. To read press reports

that liken our PRC process to the "Survivar” TV series Is not very flattaring to Enron. Unfortunately, it may not
be too far from the truth.

I am currently in redeployment and have feit like | have been able to get an intaresting view of the company
currantly, having had discussions at all lavels of the the company and most every major group. What ) will lay
out is tha current view of Enron which was assembled over the last month. The conclusion | came to may be
ohvious o many, but was a learning experience for me. The discussions were had under the auspices of
looking for a senior origination position for a person with a 17 year background in the gas power business from
the trading and finance side. All | have talked with feel that we are a vary different company than we were two
years ago (which was when | started at Azurix). The thought right or wrong is that the orginal core group that
made Enron what it is is taday made thelir money and have left one way or another. The new group is very
bright, but currently doesn't have the strategic capabilities that others had before them and there has been a
large gap laft by Jeff leaving. Related to skill sets it is feit that trading is very much the eamings driver for the
company aibeit traditional and strucuctured trades, and no one can equal our market information. Alhough for
this reason, In Enron North America criginators have had to take a distant back seat to the traders based on the
relative earnings each has made and will make this year which is supported by Kithcen and Lavorato and isn't
surprising based on their trading backgraunds. If you wanl to do origination the groups to look at are EES and
EGM, and the need for origination still exists although it is hard to compete with the big profits trading is making
on a corporate wide basis. We also preach being entrefintrapreneurial and taking risk, but the time from for
how much risk one can take doing that has shrunk to the length betwean PRC reviews e.g. 8 months . The
message Is if you don't have a long history with the company, but like building businesses stick to startups you
can make money for within months or you are at risk. In PRC reviews the more senlor you get it is all about
dollars brought in and all else has minimal impact. It reminds me of my Marine Corps day when the success
of the mission (e.g. MTM value obtainad) was all that matter and casualties sufferred along the way were
expacted. | don't feel that any of this Is necessarily bad, but rather is the state of where we are today compiled
from one persons perspective. | very much feelthat Enron is a great place to work for those who thrive in the
environment we have established, and | expect to be in a new group within the next few weeks. | am optimistic
about the companies future and our ability to overcome this down period. In general it appears we have gotten
a littie more Darwinistic at least in the front office over the past few years, and therefore if that was the intention
then we should embbrace it and recrult accordingly. If not then change will come by design or by default.
Efther way | think we are all happy to have Mr. Lay back. | would be happy to expand further if helpful David
Pruner 713-646-8329, .

) After saven years at Enron, | am saddened to share that | have been contemplating leaving Enton after the
hellish EES reorganization. Enronians were treated
with little to no respect during the redeployment/reorganization process. While | strongly agree with Dave
Delainey's vision for the future, | believe that
the treatmant people have received has been unacceptable and counter to the Vision and Values Enron
proudly displays in the lobby. The morale here is at an all time low and it's become an incredibly depressing
place to work. 5

My hope is that Ken and the new management team will rescue us from the abyss. Save usl
) My thoughts may be slightly emrlional, but here it goas:

| have been very disappointed in the direction Enron Networks has taken in the past twelve months. | work
within Enron Networks, and have for over two years now.

Today, most of Enron Networks is a disaster. Things seamed to go bad when we moved into the new working
desks. These desks are way too small, and the evironment is too nolsy. The bathrooms are dl‘sg.usnonly.dnrty
- and crowded, the elevatars zre hot and crowded, it is a real chore to get meeting space, and itis very difficult
'
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to concentrate or invent in this setting. it was obvious at that time that the upper mamangement falt they could
afford to-lose some people with this decision. Unfortunately, they did not realize that the people they would lose
would be the best skilled. Also, the place has become much less attractive and we are much less compelitive in
the hiring market. The HR department is a huge bureaucracy. It is very difficult to get a job and interview at
Enron, even thouh we are desperate for people. As a result, we now have mission critica! systems that are
being managed by vary inexperienced people,

Thereisa VP thatis abusing the PRC process by ordering her direct subordinates to review certain paopia in

the degartment certain ways, ragardless of peer reviews and achievements, in what sppeers to be a political

popularity contest. Others are being appointed at the director level with out the skills or ability to fulfill their
duties. Projects ara being {orced in particular directions using spacific technalogies to fulfili pakitical agendas

l even though it s against the wishes, visions, and needs of those responsible for driving the projects. People in
this department are not allowed to choose new opportunities for growth, even though they have served the
department for years.So they eventually leave the company. Meanwhile, management at the director and senior

l direclor levels change projects every 3-5 months, in many cases just weeks befora important deliverables are
due.| have seen directars make promises of rewards to subordinates that are nevar kept. Most projects are
never delivered and thoge that are consist of poor quality solutions. In the end, our customer, (the traders), are

l being poorly served. In short, non of the values that Enron professes are sustained in this department.

- & | work in technical support for EBS. The now defunct office of the chair for EBS (Rice/Hannon) was the worst
! executive leadership | hava experienced in my 13 years as a software system developar. There was NO
' leadership - no communication, no direction, no decisions, no email, nothing. Strong, decisive decisions about
the role of the natwark and its relationship ta trading (i.e. warld's best network vs a commodity to trade like any
other network) was needed but never materialized and cantributed greally to the financial problems of EBS. in
the last three weeks, | have already regeived more information {from Ken then in the eatire tanure of Rice and
Hannon. Keep it up and keep providing direction.

Tha most sarious issug at my level is the "prima donna vs peon" attitude of Commercial to Commercial
Support. | understand that traders are busy - we all are. They are aiso the money makers for the company. |
would assume they are compensated accordingly. Itis very difffcult to provide support to people who regularly
don't show up at meetings, don't reply to emails/phone messages, and don't review requirements. This seems
to be a common problem throughout the company which talls me that this behavior is at least tacitly acceptable
at the highest lavels or it would stop, Cooperation between Commercial and Commercial Support is the key to
success, not compaetition. .
The trading floor layout 1S NOT an appropriate layout for software development. This layout is conducive to
conversations, spontaneous meetings, and interruptions - in other words - making trades. It IS NOT conducive
to creating systems. Software development requires individual, clear thinking - an efficient software
development floor is one where you can "hear a pin drop”. Different jobs require differant layouts. 1 think the
attitude that the trading layout is fine for everyone is another symptom of the "prima donna” attitude found in
Commercial.

Finally, currently an employee's bonus is based on how much percelved value their work provided for the
company in the last year. This makes sense. The employee's rating is also based on this perceived value -
this is unethical and lacks integrity. If an employee Is assigned to a high risk project, does excellent work, but
the project fails to meet ils objactives, the employee should not be ranked as "average” or "nesds
impravement” because $f this. Obviously, their bonus will be affected - their ranking should still ba “excallent”.
The current pressures of the PRC to "fit the curve” aimost guarantees that the employee wiil be ranked lower
than Is ethical.

& Now that Ken is back, | feel that | might be able to think about the possibility of retiring from this company.
Before - - it was, "Where am | going to tomorrow?"

@ With Ken Lay back, | am confident the stock price will go back up.
| have heard 50 many horror staries from employees regarding tha PRC process -- | sinceraly hope that
i
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process will be looked at closely.

@ PRC. Get rid of il
Tao much change too fast. People are not accountable when they only last 3 months on any given jobl
Ken: You need to act, and act nawt!! 1 trust you... | really do. Welcome backl .

& | think that Enron should quit worrying so much.about being a 'fun' place to work. We are going 1o spend
maney putting a rock climbing wall in the new bullding (or some such silly thing) but we cancelled the Employee
picnic this year. To me it seems like the 'fun’ things keep being taken away like the Christmas play from a few
years back and the Employee picnic. Enron only wants us to have fun if while wa are working. | come to work
to work. | Iike to leave work for my fun. (With or without my coworkers.) | understand that people need to
anjoy their work enviroment, but t don't like seeing initiatives that imply that § shouid be at work 24/7. It seems
as if some valuas are getting lost...family, home, etc.

& Politics are incredible, we have been managed by fear. The policy of speaking when you are spoken 1o only.
We are all afraid of loosing our job if we turn in our manager; he constantly brings up your (Ken Lay's) name
and how gaod of a frlend he is to you and other board members and how he can get anyone fired at any lime.
Gossip and lies are his way of managing, he has talked to each ons in his group individually about olher team
members, and how he has saved their ‘ass,’ and how he doesn't understand what is 'f...' wrong with such and
such. | am scared to death about writing this, but | understand this is confidential, and hopefully | will not loosa
my job over this. Mr, Lay, } have hopes on you. | have only been with the company for a short period of tims,
and have friends in other Enron companies and all have told me that wa should report him, but all of my co-
workers are afraid of doing so, just like | am; we are afraid that because he is your friend, and is well
acquainted with ather executives in the company, reporting him will back fire, and we will be the only loosers.
His name: Edward Hamb

& With innavation, comes risk. If the company makes a business decision to not pursue a certain direction, every
possible venue should be taken to keep those people in the desimated group employed at Enron. Not force
them out because management made a mistaks. It seems like the management stays and the people they
hired have to leave. How many strikes before Management is OUT.

¥ |am glad Mr. Lay is back. | have been with the company for almost 16 years, Mr. Lay shows a great confidenca
with himsseif and the company. This Is vaery important for others inside and outside the company to ses. When
Mr. Lay speaks, you know he truly believes In Enran.

@ In terms of compensation, there does not appear to be ANY accountability post-transaction. In ather words,
people have been highly compensated for transactions that ‘blow up’ soon thereafter (next 12-18 months). The
peogple that closed these deals have moved on o the pext 'big deal’ without any accountability for the prior deal.
Compensation should come over time as the transaction progresses, not all at once. The current compensation
structure for commercial people gives them incentive to close the deal at all costs, not to manage the deal after
closing. The incentives given to commercial people for transactions have, at times, exceeded the velue of the
deals! [am deeply disturbed at where our company has come over the past 6-12 months. | am a 14 year
employee of the company and have always belaived in our vision and values - the same cannol be said for the
vast majority of the company. When we had as our vision to became the World's First Natural Gas Major,
EVERYONE believed in this. In addition, they could recite each of our values. Again, the same cannot be said
for the vast majority of the people today. A lot of pecple in this company truly value those executive managers
who demostrate integrity and respect (not Just talking about it). Those peaple who are arrogant, self-serving
and disrespectful shouid be removed - they are a virus that should be stopped. { am strongly encouraged by Mr,
Lay's ability to furn thls around. :

When we have no assets & we claim Intellictual capital is what moves us forward, how can we retain good
people would seem to be a good question. With recent stock price deflation what Is the incentive to stay here. It
things keep on going South, all of your good people will leave & the company will never get out af the cellar,
Seems lo be a poor strategy to run a trading only business if you can loose your human capital so easily. What
Is wrong with good assets that make you $$3's day in & day out. Others can da it, why can't ENE? Was India a
bad business decision that we got into with our eyes open or was management asleep at the switch? { workad
for a competitor of ENE at the lime & we got oul of India in '92. We had a development in country with very

i
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good connections, but Bechtel & Fluor senior mangement told us they had lost Millions of $58's there in the
past, (major facilities built that were never paid for), they wauld ba happy to go ta India & do work for us, but not
for tha Indian's again. Did our Harvard MBA team have the experienca to assess this potential problem at the
tme? What happened? | guess 1st mover advantage ¢an hurt us really big ime. [t seems that ENE has a
military approach to things. Start up a new business, thow a ot of peaple at it, re-evaluata the situation every 6
months. Cut back to 1/3 of the inilial staff & hope to build the business. I've seen this happan at Azurix,
Broadband, & EES. | guass whan the military goes out to take a hill or win a war you have to do some of this.
Butis this is this the way to make a profitable business? | don't think so. The military is a hig bureacracy. That
is what the military develops, burecrats! That is what happend ta EE&CC & El. How could it be expected that
burecrats could make solid profits? Do we really need such a big conceptual engineering & performance
group? Why did 2 paople in this group spend 4 to 6 months on a project that never went anywhers In Flarida?
Why can't indicative performance information be enough for tha analyst sa they can determine a go-na go
decision for the project. Too much time & effort is spent trying to revive 'dead dogs' around here. Besides the
costs being spent, thelr Is the opportunity cost of missing out on other potential deals. The question shoulds be
asked in avery meeling belng held: Is the meeting necessry? Are all the people there needed for the meeting?

" Are the all adding value? There was a lot of unnecessary traval in El. Do we really have ‘o travel so much?
Wouldn't a phone call or conference call have sufficied. 1t never seemed that ENE was conscious of the money
it was spending. El had a lot of young MBA's who had no business seasoning. How could they go out & make
good business decisions & good deals for us? They were not being managed properly. Now | note Calpine's
Energy Services has 6 former ENE pecple who are listed as part of their 14 key executives. Thank ENE for the
3 year assoclate/analyst program & getting seasoning so | can mava on. Dags this really make sansa for us?
These young MBA'’s initially are 'spreadsheet jockey's’ here for 3 years. This work can ba done just as well by
analysts who do not have MBA's for significantly less. Do we really need to spend-so much money lo bring in
175 to 200 a year? Does it payout? Is our growth so much that we need this many every year or is our turnover
such that it is needed. The traders bonus structure has to be revised so that it supports our shareholders goals.
When you hear stories of traders who et deals expire so they can do a new deal when the existing deal could
have been extended, but wasn't & ENE lost 4 cents per unit on the new des!, & the customer could hava baen
required 1o stay with the old deal, you know the trader was not praperly mativated. In this case the trader was
asked by tha customer why didn't you extend the origional deal, & he said he got no bonus to extend existing
deals, but did get bonuses for doing deals, aven if they were poorer then extending a deal, he was going to taka
care of himself & forget about ENE. What a shame. Ken, you have a big job ahead of you. But! am sure you
are the man for the job. It was a great company when | joined back in '96. | am sure you will lead it back to ts
former grealness. We were all so glad to see you come back. Get Enron back on track, | am sure you can da itl

& The PRC process Is the most damaging action our Management has ever taken. Mapagement presumes the
employees are morons as they continue to maintain the need ta force a curve of performanca critaria, but rely
on such biatent political agendas to establish rankings. Management needs 1o quit lying to the employees and
simply say ') wont 1o give my friends the better opportunities’, At least you could respect that.

@ The PRC is a motivational killer. During the All Employee meeting, Mr. Lay said that Enron needs tobe a
*Meritocracy’ and | agrae. Mr. Lay also said that Enron has a deep talent pool. How can we know that if we don't
measura ourselves? The PRC Is a SUBJECTIVE ranking weapon {notice | didn't say tocl.) The PRC promates
netwarking and in-fighting. Each employea is ranked against their paers. The warse youf can make your peer
look, the better for you. The more face tima one gets with upper management, the higher the ranking one
achieves. Is this really what we want? Do we want more people who talk and sacialize and 'rub elbows’ than
people who have goals and accomplishments that are met and exceeded? During my review pracess, {was
never told that | did not meet my goals. That would be because | did not have any defined goals. How can a
parson be measured without goals? | was told that | was ‘crucial lo the success..' of our department. Yet | was
ranked a 4. Last year | was ranked a 2. The year before that a 2, How can someone who ranks 1 above the
bottom of the barrel, be ‘crucial'? Why should | strive and achieve? | did that and look what it got mel My

) aupervisor was new to my department, didn't know me, and spent most of his time in meetings. How does that

' make him qualified to rate me? He didn't even ask for input from my previous supervisor. The 360 feedback is a
good oppertunity to have people tell your supervisor how they percelive your attitude and abilities.
UNSOLICITED feedback is a great weapon to destroy your opponents and anyone else who has decided they

i don't'like you. 1 don't know if anyone provided unsolicited faedback on my review, but | have spoken ta many
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other employees wha have found out what kind of damage it did to their review. Employees need to measured
against predetermined goals. Deflning thesa goals can be difficult for a supervisor. TOO BAD! If you don't like
to manage, get out of management. A meritacracy is DEFINITELY what Enron needs. We need to put quality
back into our jobs. We need to reward psople who have shown commitment, dedication, and who have set
goals by which they can be measured. | havs always been so proud to be an Enron employee. | have
personally invested my own money into stock (that's hurting now) and will hoid on to that stock. | have
recommended Enron stock to other people including family becausa | beliava in the company. | have always
tad to work hard, and put in a few more hours than my wife would like, but until recently { have never felt that
my time was wasted. I've always felt that } was making a difference. | hopa that THAT Enron comes back.

P There are concarns at all levels of the organization about PEP. The approach seems destined 1o idenlify a
certain percentage of poor performers, no matter how well thay da their jobs. Early in the survey, | was asked
if | would invest my money in this company. | HAVE A SIGNIFICANT FINANCIAL INVESTMENT IN THE
COMPANY. Obviously, | am dissappointed in the recent devaluation of our stock price. Some stack prica could
be attributed to normal market fluctuations. | am concemed that other portions of the devaluation may be tied to
misunderslood comments, actions and behaviors by former key management. | am very pleased Ken Lay is
hack in more of what | understand to ba a day to day leadership role.

# Whoever came up with the PRC idea was not thinking of employees growth, morale, ethics, and intagrity. How
can it be that you have to compete against your peers? Why can there be 2 people at the same level in all
aspects? YOU are taaching us to be betray and backstab in this matter, Where does this fit inn our vision &
values? Integrity? | think not. My other concern is who will be replacing Skilling? Not that | ever thought highly of
him. | guest wa can rest assure that it will be somebody betler, since chances may be scarce that there are two
headbiting-calculating, selfish leaders. Skilling had a Trading mentality and that's all he cared about, If I'm
wrong, why have all the leaders of our formerly El company jumped off the ship? | believe Joe Sutton was one
of the best leader Enron ever had and will ever have. If | may say so, he only comes sacond to Mr, Lay. | am
relleved that Mr. Lay will be taking charge again, at least for a while, He Is the only leadar that cares truly about

- his employees and the general wellbeing of tha company. He has been the one that pulled Enron through in the
late 80's and mada it what Enron Is now. Skilling, I'm sure, is the one that came up with tha idea of 'trading
environmant; thus, we are now set up as traders. Why? It does not work for everyona. People In the legal, PR,
communications, HR departments cannot possibly operate that way when we get Q privacy. | think it's justa
away of making us work more. As if we do not work hard enough as it Is. Enron Is a great company to work for,
but it's no longer 2 much enjoyable one. We hava sacrificed the pleasant work environment. Our personal life
has been sacrificed because wa have downsized and now we are doing the work of 2 or more people. I've sesn
people’s marriages and health being jacpardized. | don't think that in order to make this company a success, we
have to come lo such extremes. Furthermore, some of our leaders have taken over the International assets
where the former recent leaders hava left off and have handled the issues with little tact. Thus, | believe the
message has gotten across with a8 negative impact; therefore, becoming a factor that has affeeted our stock.

& i work for Broadband, Commercial Support. | recently began graduate school to better myself and make myself
more maketable in Broadband's ever changing environmant. | was shocked lo learn that my tuition would not be
raimbursed by Enran, | was told 'l have a lot of natve asking for tuition relmbursement right after all the layoffs'.
| was surprised to learn this was my Dept. phylasophy. | was told to wait a month and see how Q3 shakes out. |
was confused due to the fact | had Just heard you (Ken Lay) speak in the all employse meeting and discuss
how your employees are your biggest asset..... Mean while | am cantinuing with my studles at my own expense.
| am sure you are asking why did't 1 go to HR. | am afraid of being too vocal which may result in my name
coming up in the next round of layoffs. If tuition reimbursement is being put on hold in Broadband why do | hear
from my paers their supervisor encourage any form of continuing education. ! feel my pursuit of an MBA will
benefit myself as well as Ensr% as | have enjoyad working for Enron and plan grow with the company. ! would
appeciate some clarification concerning tuition reimbursement program. Thank you

& People have become a commoadity to use and throw away when it not longer suils the powers that be. |
understand that companies need to be flexible with all resources, but everything can be taken to the extreme.
By treating people purely as a commodity, loyaity, enthusiasm, and morale all decline which does not bode wetl
far the company.
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# Thank you Ken Lay for getting the company where it is today, and thank you for bringing integrily back to Enfon.
| always belleved that when you left the CEO position the company might take a nose dive. With you at the
helm, | believe we will sae a turn around. The employees are behind you and support you.

® [n the pasl 12-18 months, Skilling et al have managed to destroy most of what is good about Enron, the things
Ken Lay and many others spent the better part of 15 years building. No doubt that Jeff Is a smart guy, but ha
just 'didn't get it' when it came to people. Internally, we need more people with experience and common sense
and fewer kindergarten MBA types. Externally, we need to work to change Enron's reputation from an arrogant
‘assholes r us' exploiter of the masses to a leading company that truly provides win-win salutions to the ensrgy
neads of the world. Thanks for coming back Ken.

P My biggest concems are our accounting and financial reporting practices. [ believe they are deliberately
misleading to investors, and | am often ashamed to ba a part of it. | think it is a disgrace that, while our
management is busy making bold statemants aboui the changes in our reporiing practices, | am working on
muitiple transactions involving complex financial and tax structuras that are deslgned to decelve the invasting
public and nothing more. If our managemant really carad about long-term value, it would stop these practices
immediately and clean house. Nothing Is more frustrating than listening 1o outright lies from nor.e other than
our Chief Executive. | nevar thaught | would say that about Ken Lay.

B PRC is a dreadful mess. How a CEOQ like Ken Rice can recaive over a $1 million bonus for driving a business
- into the ground is ridicuious.

Compensation as a whole has been entirely based not upon merit, but upon stock appreciation, Without a solid
stack price, our merit system is broken.

Management has grossly forgatten how to reward solid employees.

We need a true sign that employees at Enron are valued and that management wants good paopla to stay.
Almost everyone | know at the company has resumes on the street. To me, thatis very sad.

» The stock price is abviausly significantly less than it should be. I'm not a financial expart but | would guess the
value should be at least 70 dollars a share, even with 'business as usuatl' issues in India, California, and EBS.
Human resources here at Enron are our second most important asset, next to the leadership, vision, integrity,
and reputation of Ken Lay. We mus! continue to recruit and kXeep the ‘best and the brightest' and unteash them
in the right direction.  it's worth repeating that I'm not a finacial expert but | have an idea for the financial
experts to consider. What if Enron bought back shares of stock and based the next four years of employas
stock option grants on prices of $39, $42, $45, and $48 respectively... with the original vesting dates,i.e., 2001,
2002, 2003, and 2004. This suggestion may not be financially feasible and pleasa delete it if it's not, but | think
this would significantly improve employee morale by creating long term incentivas. Tha employees fagl strongly
that the stack price will return to the 80s someday soon and their stack options will represent a positive value.
And it could help minimize the disappointment of emgloyees that received stock options with grant prices in the
80s that have a current value less than $40 a share. | think it would demonstrate to the financial community that
Enron balieves in its human resources, that success will continue, that the stock prices will go up, and they can
share in the success or risk not being part of it. My perception is that wa've been trying to lalk the stock price
up because we know i's worth much moré. I'm sure it's been as chailenging as pushing a wagon uphill with a
rope. Instead of asking everyone to help us paint the fence, it's time to get the white wash out, start painting...
and demonstrate how much fun we'ra having.  As far as EBS goes, my take is it's an Investment {n the
future... don't give up on it so spon. The possibilities really are andless. | think the bast strategy is {0 engage
the first curve while building th¢ second curve rather than jumping on the second curve right out of the gate.
Invest in a carefully planned global infrastrucure or consider building a strategic partnership that could provide
the solid foundation for future bandwidth tradimg.  Thank you for asking for my ideas, comments, and
suggestions and for your time.

} More emphasis on risk reward ratios rather than just (arge risk and some reward, Compensation to commerclal
groups should be more structured to include; 1) deferment of paymaent for deals that are long term, 2)
" compensation should reflect the risks taken and capital used 3) Some desks need better organisation and
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structure so they work as a unit rather than a group of individuals

) We need to balance the need/desire to be innovative and agressive with some business planning. For
example, there are many times when an idea/concept is thoupht of and we start running down the road without
first stepping back and thinking through the real business value in proceeding. In other words, psople focus on
what ‘can’ be done more than they focus on what 'shouid’ be done. This may be due to a lot of credit being
given for-the 'origination’ of an idea/concept before it has been shown to produce business value. Enronls a
fantastic company and you can already feel the change/impact with Ken Lay coming back.

+ Too many automated administrative systems have been introduced too scon. Global systems should be
introduced. Europe and Houston work on various different administrtive systems e.g expenses.Sorma of these
systems have created red lapa that is hiard to overcame. Not everything is black and white and exceptions
shouid be taken into consideration. This is not happening. Some people are not willing to go abovs and bayand
thelr role to assist others.

Slick with it Ken!

Enron needs to align strategy with 'essence of what it is'. Credability to gain analysts and staff. Further
development of a history for ‘Enron’ needs to be undertaken to develop a senss of athos for the company and
link ethos to strategy so that all actors, rather than just senlor management. This may make us better
positioned to find ‘waves of market change' that can increase revenue. To become the warlds leading
company, focus needs to be longer term rather than the next deal and managing repulation Is key. This should
be integrated into entarprise risk management from a DASh point of view, rather than a PR post deal re-
building exarcise. '

I think one of the main issues is the warking hours, everybody expects to putin additional hours it is part of the
job. However with the constant programme of moves every weekend people's personal and home enviroment
are becoming severely affected and ! think this contributes greatly to staff leaving Enron certainly within the IT
enviroment, This also causes problems with moral. It also causes problem with sickness as peopie are so tired
and worn down. Why do we hava to contually mave people around in London one month we moved an
individual 6 times within that month. This must cost Enron an extreme amount of money.

Mr. Lay 1 am exiremely disturbed by the lack of direction/ieadership that has been given o india. The whole
concept of just get the deal signed’ {DPC) without sufficient due diligence for the capital outlay is agpalling.
India has been around thousands of years and therefore Enron should not have been surprised with tha
political/culture difficuities required to be successful in this 'developing country'. The very idea of Enron coming
in and thinking that we can be the white knight and help with the development of this country is absurd. We
buiit a Town Car in a country that travels its roads with oxen drawn carts. And to add insult, Enron rewarded
those who were responsible for this mess (deal makers) with tens of millions of dollars of options.  The key
personnel responsible are now departed (rdchly | might add) and the stack holders and employees are laft
hokiing the bag. Somebody was not watching the navigation of this ship, unfortunately you were at the

helm.  IU's not to say we can't be successful In india. EQGIL is a prime example. We (yes | work for EQGIL)
have been very profitable to Enron, our partners, and the indian government. Our efforts are not flawless and |
assure you this has nol been easy road, but throughout the developing process wa first assured ourselves that
what we have will work and we took every necessary step required to keep our partners in focus. DPC on the
other hand is a total disaster in this regard. “The perception of Enron India to the local public hasgone from
Hero to Zero. So what do we need to do to improve? We need to clean up tha mess in India, be more
proactive in seltling the dispute with California (stop sitting on the sidelines waiting to see what's coming at
us), and give this company some direction with the new 'light assets' philosophy so we can ra-build & strong

image to the public. Right now Enron looks like a fish out of water. Welcoms back and sincerely ‘Best of
Luck'. :

1) Arrogance of commercial / trading. This is not a blanket statament - most are professicnal and respectiui.
Problem is that key, usually leadership, personnel with exceptionally bad raspect and leadership skills are
tollerated {taken as part of he personality of success, $). 2) Focus on individual o¢ project success is a little
too heavily weighted. Some corporate ‘good’ and efflciencles are being lost. Balance is in the right ballpark, but
‘we are pushing the line a bit. 3) L.ay's communications on turning the company around need {o be toned down

reday, September 06, 200H Puge 56 of 38

1 . EC2 000046292

EXH063-00414



Ken Lay

Response

a bit and focus more on growth and improvement. e.g., At employee meeting he said we had sipped and
needed to regain mastery of corporate code of conduct. In his phone message about this survey he wanted to
ra-astablish trust. Those comments clearly sound like scape-goating and are disrespectful to Skiliing. £nran
says there was not prassure lo leave and he did a great job... these messages say it went in the tailet doing his
tenure. The message should be we can improve internally... we need lo build Wall Street confidence in the
future. 4) In general...good job. Some context to answers:  a) While [ think we need lo focus on stock price,
that will be taken care of as an afler effect of improving core attributes.  b) My low rating on loyalty to Enron
(intent to stay) is directly related to how | see Enron views its relationship with employees... it's mearly a
husiness deal untll conditions change or there's a better offer. ['ll stay as long as it’s In my interest and the work
environment is good... there’s no intention 1o use-and-leave. However, I'm not sure | would stay to my
disadvantage to help Enron through tough times (as [ would have with my old employer). it's a two-way

street. <) There has been a lot of focus on employee moral and bad press on the PRC process... | haven't
seen anything worrisome on my end. The PRC process is good... just needs belter positioning and a clearer
massage. Internal bitching about management is significantly less here than at other employers I've been
associated with.

& My biggest concern Is the poor grounding we are providing to the talented, promising, and impressionable
young pecple warking at Enron. They are being conditioned to think and behave such that the only way to get
ahead is to politically badmouth others, lay blame on others, or to even take credit for the work of others. Itis
gelling so bad that workers in the rank-and-flle joke about how Enson Is Just like communist China ... utllizing
the PRC pracess to weed out the dissidents. People are afraid to speak aut because senior mgmt knows that
this goes on, but looks the other way. How different is this from the injustices during WWII when pecple
suspected injustices going on with the holacaust, but chose not to take action? Given the tremendously
talented young people we have at Enran, we have an obligation to these people and to the greater business
population to graom these people with the proper business and moral ethics to become the leaders that they
are capabie of being. With the Enron lustre having dimmed In 2001, many people who came to Enron as
merceanaries will choose o go elsewhere because the,void of real ethical management and leadership make
the risk-reward ratio no longer worth staying at Enron. 1t is very disappointing to see this happening. | hops
that Mr. Lay can right this ship before we lose too many of the right kind of people.

B We as a company are at a crossroads whaere wa hava seen great successes juxtaposed with disappointing
sathacks. The stock prica has had an adverse effect on emplayee morale, and the drastic changes in the
company organizational structure have taft most confused and in a general state of malaise. We needto
continue and expand upon our current efforts to bring our varied business units back under a single corporate
umbrelia. This move toward unification will allow us to oparate more efficiently and inexpensively as we
consolidate similar groups and functions and should help with our next step of recreating Enron’s sense of .
purpose, Each group must than be givan spacific targets; each set up in a way to convey how these goals
benefit the particular business unit and then Enron as a whole. As our empioyees gain greater understanding
of how their productivity translates into success for Enron, our current stock value then becomes an implied
challenge. Once each employee's function and potential company value becomes defined, then any
dissatisfaction with the stock price simply becomes a question of Increasing productivily at the individual lavel.
As this commitment grows, Enron can then redouble these efforts by reinforcing and reciprocating the same
dedication to its employeas. To show how we might pragress from our current state through the stages
describad above, here are some examples of internal marketing that could be used to fostar the desired
feelings: Step 1: Unification.  In the most reallstic sense, as wa reach what we hope is the lurning point in
our recent downward turn, now is time for consolidation and streamiining which sadly often takes the form of
redeployment and reduction of assets. During this time we must show that it really the goal-js an integration of
assets working toward g common goal, separate entities bacoming cogs in a great machine. This Initial
marketing stratagy should emphasize the Dr. Lay’s and company’s rola in getting our groups on the same page,
making intelligent and profitable moves towards a common goal. Step 2: Definition of functions and goals
from tha individual level to the corporate level. Once we can foster a spirit of camaraderie, it is now time to
ask back of the workforce. The company has banded together, and now it is time to identify the specific targets
and goa's that will deliver us info greatness. Planning of this type has to come from the top down. Corporate
has to establish a high, yet realistic goal for the end of the next reporting peried. From that, each specific
business unit beneath the corporate umbrelta has to dentify both a goal of its own that help in achieving those
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ends, as well as sealng how its performance can positively impact those other business units around them.,
This can them be taken down the line until #ach group has certaln objectives from which they can create
metrics and maximize performance. This will aliow each smployae to ses where thelr individual efforts benefit
their department, businass unit and Corp as a whole. The marketing campaign shifts its focus ta the
employees: "‘What can 1 do to make the stock go higher? This takes the stock from being a Independant
component of company worth o a value based on the level of all of our applied efforts,  Step 3: Commitment
to each other. As goals becoma realized and the bar is ralsed, the last step Is tie the company and individual
fortunes alongside one another. Employees at this point see that they are the masters of Enron's worth, but
these afforts only reach their highest potential when they feel that as Enron prospers, the company brings that
prasperity back to its workforce. The marksting now focuses on both elements working to further the interests
of one another: 'You work to make Enron's vision a reality; Enron works to make your dreams come true.' |
am willing to make this commitment to our organization. | know that my hard work makes a posilive difference
in the destiny of our company, and ! feel that my company will recognize my efforts and make the same impact
on my destiny. | know that as | can instill this mindset on my colleagues, our potential will grow expanentially.
Enron's growth has always been a result of the astute management of commadities and resourcas. The most
valuable resources that Enron has at its disposal are talent, intelligence and dedication. At this moment, we
have the toals to succeed. If wa can Instill this mindset and renew confidence in ourselves and our campany,
there is no limit to what we can achieve,

& keep ken in the drivers seat

Ken Lay is going in the right direction. This company pratends to be horizontal but instead is prelty vertical and
information does not flow. The management and the employees need to build better ways to communicata with
each other. [t's urgent to work on the morale, I'm personally very diasatisfied of the management. { have not
seen clear diraction, we need leaders at all levels..managers, driactors VPs.  The PRC alfect was
devastating, it's urgent to work on better ways to evaluate individuals based on clear goals and criteria.

Currrent system is surrounded with secrecy and lack of fransparency. My point is, recover the trust of the
shareholders but don't forget the employees. .

& ) am glad to see Ken Lay back in charga. He is respectful of people at all levels and has the success of the
employees and company as a top priority. Instills my confidence back in £nron.

& ! belleve the biggest problem we have at Enron -- and one of the top ceasons why morale is so low -- is the lack
of values in our management. | think Ken Lay livas the values, but | don't see the same commitment in other
management membars. For example, some of the worst abusers of our values are on the Culture Committee --
like Beth Tilney and Dennis Vegas. How can we trust management when the very people that are positioned to
five our values are tha worst offenders? | have lo also say that Greg Whalley scares me for the company. While
I'll give it to him that he's brilliant, | can understand why the stock want down after that announcement. 1 am,
hawever, thrilled to have Ken back at the heim again. .

& Kan, )
I We need to show the world that we are still the BIG E!

& Enron has a huge problem with skewed financial incentives at the upper reaches of management. 1 think that
compensation in the form of options help align management interests with shareholders', but at some point |
' think it ancourages excess risk aversion. | belleva this has been a blg part of the management failures over the
last two years. In one case, we agreed to pay an executive over $40mm in options to run an unproven
business for a number of years, This executiva literally sat on his hands the entire time, hoping against haps to
l get outintact. He did pot and has recently left the company; I'm keeping my eyes on the SEC filings to see if he
gol his options "repricg d" in the form of a package.

I'm not advocating repricing aur options - the stock has tanked, and wa need to take our lumps with our
sharsholders, But there comes a point when an executive is so rich thal he no longer cares about growing the
business; he wants to preserve the valua of his portfollo. We should join private partnerships in recognizing this
change from risk seekers to risk averters and force peaple who reach some substantial economic scale in the
form of our stock to leave the company.
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The thing that confuses me Is you, Mr. Lay. Of all employeaes, you seem to be the "longest” in terms of Enron
expasure, but | don't notice the same kinds of risk avoldanca, ar sitting back on their laurets, that | did with the
other execulives. If a palicy described above resuited in your laaving the company. it would be extremely
negative for us. However, | bellave that what happened with Mr. Skilling is a symptom - he finally felt ha "had
enough” and no longer put the interests of shareholders first.

It's iImportant o compensate middle tiers of management well to keep them at the company. But one
substantial issue with morale deala with the wealth of these executives and the fact that they prevent youger

managers from moving up. By enforcing this "senior partner® system, 1 think you'd solve more problems than
you'd expect.

| think Enron is vaty flexible and that is worth so much when balancing wark vs.parsonal life. | have heard of
several companies gaing to a 4 day work week avery other week, always having coverage on Friday but
alternating with a feliow empioyee and working the same hours just in 4 days instead of 5. 1 fee this would give
employees time to make needed appointments during the operation of buisness hours. Reducing lime taken
off for personal reasons, such as doctar or dentist appt., personal business,act.

1. Accountability/Executive Compensation -~ Even though § am a VP, { feel that executive campensation has
gotten way aut of control, We seem to have been paying executives astronomical amounts of money with very
mediocre, if not poor, resuits. Lou Pai may have deserved lots of money during the glory ECT years, but
apparently he totally mismanaged EES during tha last several years. And what about all themoney paid to
Rebecgea Mark, and the cdiculous results she gave us. We, the employees and shareholders deserve better
accountabllity that this. The same goes for several other execs. who were wonder-boys for saveral years, but
then got "fat and slow" and lost their edge. Every executive should be paid for results, not just for closing
deals. If they won't stick around, then Just let them go. We need "professianally hungry” people who will work
their tails off for the boltom line. :

2. The PRC needs major reworking! 1 support all the concepts of the PRC as a way to weed out people who
are not the best. But the comparison of peopie across business lines daes nat work. t work for a small group
in corporata staff, and | am compared to commercial VP's. So,e ven thaugh | get rave raviews from the people
1 work with and for, | continually get blanked on some pans of Incentive compensation bacause my group and
my work is not perceived as being as essential to the company. That conflicts with what Ken Lay said about
every person counting here, It just doesn't translate, Also, having forcad percentage into tha lowest catagory of
PRC is inhurman. It has greatly demoralized our work force, and [ just dan't believe that there are that many
losers stili hara. There has to be a balter way. | say that you should get rid of PRC as we know it and coma up
with a newly named and better system for evaluating people. PRC has done great damage to this company!l!
3. Please focus an what we do best and stop spending money on gooly ideas, all in the name of innovation and
olher buzz words. Tried and true business models and people with a litle gray hair still have a piace around
here. As a matler of fact, | wish we had had a little more gray hair on the 50th floor in recent months! Don't let
the Madison Avenue consuitants give you this new age hog-wash about everything that is different being

better. The Management Confarance agenda last year, especially the outside speakers, made me feel like an
old lady, and I'm not!! Let's gat REAL and do what we do best!

Ken, will you stay as President & 6&'0? Things were better when you were there.

Top three {3) worst things aboul working at Enron

1) Lack of experlence of VPs and above (some are too young and only know trading - nothing else). People
cycle fhrough the ENA Office of the Chairman so quickly that | doubt anyone has had the time to really
understand the job and add value to the company. Executives move up tha learning curve and then leave.
2) "Boon-doggles” are sbmetimeas quite excessive, especlally for groups that are not adding to earnings
(example: article came out blasting Enron far Project Timber and accusing Enron of manipulating earnings,
while the daal team was spending a long weekend in Sonoma on the caompany dime?)

3o communication betwaen the trading side and everyone else (assat origination graups, finance groups,
efc..)

| believe our stack price has taken a beating because | do not feel that we have effectiye!y countered the
pubficity over California and the Dabho! project. For the company to be as healthy as itis, there Is simply no

H
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reason for our stock to have fallen over 50% in one year. We must launch a tactful PR campaign to counter
this. ’

@ Kenlwork in HR at a Business Unit and think we have come a long way since Cindy Olson was put in charge.
Sha really challenges the status quo. Now that you are back, | think she is toolll Why was the HR
ieadership/responsibility split? We need one HR leader to provide a central focus. Like you Kenll|

Naow there are some things that do need fixing in HR. | hate it when HR get's called out at an all employse
meeling. It is embarassing because |, and others, work very hard lo do the best job possible. | realize we need
to take care of management, bl we also need to take care and focus on employees. We need to get back to
the basics!!|

I think we need to reavaluate tha HR Senior leadership to ensure we have the right psople in place. itis SO
palitical. You do well if you are in good graces with certain people. And of course you can fall in and out of
good graces! What happened to daing well if you do your job and do it well... | will not name names but think
aboutit. Who manages by intimidation? We have really good people but can you honestly say there are no
Americans who can lead key functions ke Head of HR, Recruiting and OD&T? Beliave ma | have nothing

against non-Americans. This has got to be costing us a ton of unecessary monay to have expats in these key
roles.

| am a Director and at this last PRC period, the HR Leadership evaluated the Diractors and Sr. Directors
together. Why? [ assume this was nat done in any other function at Enron. 1T 1S NOT FAIR. There was no
communication as to the logic of doing this. What has been communicated to employees, is that you will be
evaluatad with your PEERS. A Sr. Director is NOT my PEER. Let's look at it from the Sr. Director's view. Are
they now really considered Directors? Have they been demoted and not been told? | thought
COMMUNICATION was one of our core values, Ken | have no idea where | stand refative to my Peers and it
looks like my Peer is a group of peopla who have greater responsibility than myself. | may have done ok, but
how would I know? I'm thinking 1 don't have a chance, This has created unnecessary paranoia, not only with
me but with others. We all recognize PRC drives compensation and promotions. The HR Leadership does
not have the balls to even communicate PRC ratings. Ken, let me repeat, THIS IS NOT FAIR. Al least
communicate the PRGC ratings. How do | know what to do to do a better job, or am | doing ok? Who knows?
Am | eligible to be promoted to Sr. Director?

" Enough complaining. My recommendation would be 1) Put Cindy Olson back in charge, reporting direclly to
you. We need one leader, reporting to the Office of the Chair. HR has been shifted around too much and this
role is tao critical. Sign her up for at least the amount of time you have committed. 2)Evaluate the HR
Leadership: Manager through VP and put the right people In place. Make the hard calisiit For those who
deserve it, promote the right people to Director, Sr. Director and VP (these people have worked very hard and
they do exist!!l) 3)Communicate PRC ratings, especially if people want to know. 4) Have HR focus on
employaas more. 5)Talk to the HR management and understand what is really happening in this group. They
will telt you if you ask. But you have to be willing to do something about it. HR will be critical in bringing us back,
like you Ken,.. ; :

Thanks for the opportunity to tell you how | fesl withaut any threat of being discovered. | hope we can getto the
point where we can speak to you, or Cindy face-to-face in addition to this type of survey. This Is a cool teol,
especially the speed of geting it out to emplayess. | hope you communicate results Just as quickly.

& Mr. Lay

Weicoma back and thank you for asking us to respond. There are soma issues, | feel, that ara impacting our
perfarmance and public image and | hope | can convey my thoughts and feelings without offending anycne.

{ am disturbed by the lack of directionfleadership that has been given to india. The whole concept of "just gat
the deal signed” (DPC) without sufficient due diligence for the capital outlay Is appalling. India has been around
thousands of years and therefore Enron should not have been surprised of the politicalicuiture difficulties
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raquired to be successful in this "developing country”.

And yet throughout the whole DPC ordeal, Enron was jerked arcund bacause of our lack of understanding of 1.
The PSA (we can power up from a cold start In 4 hours? the person that signed this should have been
decapitated) and 2. The lack of commentment from a frail and waak gavernment that changes with the
monsoon. And yet we come in and build a first class Town Car in a country that travels its roads with oxen
drawn carts. And lo add insuit, Enron rewarded those who were responsibla far this mess (deal makers) with
millions of dollars of options. And now, the key personnel responsible ara departed (richly | might add) and the
stock halders and empioyees are left holding the bag. Somebody was not watching the navigation of this ship,
unfortunately you were at the helm.

It's nat to say we can't be successful in India. EOGIL Is a prime example. We have been very profitable to
Enron, our partners, :

and the Indian government. Our efforts are not flawless and | assure you thig has not been easy road, but
throughout the developing process we first assured ourselves that what we have will work and we took every
necessary step required lo keep our partners in focus. DPC on the other hand is a total disaster In this regard.
The perception of Enron india to the local public has gone from Hero to Zero.

So what do we need to do to iImprove? We need to clean up the mess in India, be more proactive in settling the
dispute with California )

(stop sitting on the sidelines wailing to see what's coming at us), and give this company some direction with the
new "light assets” philosaphy so we can re-twild 2 strong imagae to the public. Right now Enron loaks like a fish
out of water. Waelcome back and sincerely "Best of Luck”,

M.A.Garred
EOGIL

& There are too many employees who view themselves as self created managers, and are very adept at creating
situations which accomplish one goal.. seif prasarvation. Aimost without exception, each one of these
"managers" envisians their sole purpose to micro-manage and then delagate their management directives to
their subardinates. The only problem is these subordinates use the same mantality as thelr
superiars, they micro-manage the directives from above, rubberstamp
the decisions they make and delegate the next step to others and the cycle continues.... where does the buck
slop? Nobody it seems has the guts to take ownership of the issues and ses them through lo resolution.
Admilled awnership means responsibliity, and with that accountability. Total deniabifity seems to be the norm
here. If something is a success, everyone wants credit. If there are problems ar even failure usually the only
people willing 1o take the blame are the ones that were doing all the work that was delegated to them by the
managers thal can claim total deniability. What is wrong with this pictura? Too many Chief's and not enough
indiang that's what,

PRC is a farce.-Clearly 2 method of measuring performance is required,

however when the current system Is wrongly used as a tool to determine

which employees should be terminated due to an impending layoff, and the employees deemed as 5's wara
clearly higher performers than some of the employees rated 4's and above something is wrong with the system.
This happened within EES to co-workers of mine and | was never mora ashamed to be associated with a
company that condones such

actions than | was the day these tarminations took place. This must be cosrected or it will be as fatal to this
company as cancer is lo Ty living creature, B

! am loaking to you Mr. Lay to return this company back to what it was
Just a few years back; a respected, admired and successful company whose employees are proud to work for,
not just be employed by.

& The fact that high level executives in high paying positions (l.e., Beth Tilnay) parform jobs that could be dane by
a manager and the fact that such executives have such jobs because they are friends of Ken Lay. Furthermore,
the pay and benefits are not commensurate with the amount of work executed. Then, tao, for a company of 4
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Enron's stalure, the pay and benefits are very poor. ‘

Change is great....but there is a difference between change and caos. When PRC time comes, how will we be
able to be judged fairly when we have changed roles so many times due to re-orgs. This affects are pocket
book and feeling of seif worth and contribution,

Quit having so many chiefs with ideas (each talking and interpreting the message slightly different)....and let the
"do-ers” get to doing something! And don't change that every 156 minutes.

Continue to invest time/money into having one world class system in which our customers up to date contract
ang billing information can be housed!! Amen.....can't wait for that!!!

Divide the work mare appcopriately. 1 think there are people doing nothing and people running around crazy,
Let's have a happy medium.

The all employee meeting was AWESOME! Gave me the goose bumps!f Thanks Kenll

Looking forward to a fun, top notch Christmas party again this yearll Can't wail!

Communication has taken a nose-dive, Decisions are being made at the top {where they should ba), but put
inlo action prior to anyone taking the time to look at the impact or how the end rasult will be achieved. Morale is
at an all fime low in the field.

I've been at Enron for five yaars, and | am extremely concerned about the number of high-quality people | have
seen leaving the company in the past ysar. Every one of these paeople was an asset to €nron, and now they are
almost without exceplion all working for cur competitors, | attribute many of these departures to palitical
vendettas that hava been allowed to take place within the framework of the PRC. If Enron is to continue
attracting and, perhaps more importantly, retaining the best and brightest, it should seriously consider a total
overhaul of tha PRC process. A key first step should be the cessation of forced ranking: If we prids ourselves
on the qualily of our employees, then how do we reconcile that belief with being forced o designate a cerfain
percentage of employees as 4s and 5s every six months? | say this not as somaone who is disgruntied, but as
somecne who has anjoyed high rankings during every performance review ['ve had during my tenure at Enron.

i also feél that Enron has strayed somewhat from its vision and values, particularly when it comas to raspect
and communication, and am hopefu! that with the return of Mr, Lay to the daily leadership of the company, this
is an issue that will be addressed In a dacisive manner,

| previously worked in the Associate and Analyst recruiting department and decided to transfer to a commercial
role. When | told my supervisor that | would like 1o make an internally transfer she treated me like a terminated
employee. | was not allowed to check my phone messages because they changed my Id code and made me
pack my own belongingsifiles, etc to take home for the weekend. | da not feel this ancompasses the Vision and
Values of the company éspecially RESPECT! Now | see why there are so many disgruntled AA members. |
sae that the management in that department carries that attitude over to them as well.

Also, being a recruiter in that department | feel Enran is over hiring. In the past Enron had a reputation of anly
hiring the cream of the crop. Last semester we want to campus and made as many offers as possible without
really screening candidates. Because of this atlitude we have bacome a joke on many campuses and a fall
back to students who do not get offers from the company they really want to work with.

the hatter. While wa piide ourselves on the ability to change, which is genarally perceived as being good, we
must change for a reason. Currently we seem to be making changes for the sake of making changes. We
appear to change and re-organize around objectives. | feel that no work (or very little) has been completed over
the last six month because most of the effort has baen spent by managemant jackying for pasitions. There are
way oo many egos at the upper management level. This, combined with the relative young age of upper
management, is having an effect on morale and the Enron culture.

} have been here slight{*y over three years. In those three years Enron has changed considérably and not ail for
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The culture at Enron has changed significantly, even Just over the last year. We currently do not have a real
champion for Enron. When Joe Sutton was here, Itke him or hate him, in public he was great at convincing
athars that Enron was the best. He always convayed this message to new hires and during guest appearances
at offsites for existing employees. You used to walk with a spring in your step knowing that you worked for
Enran. You worked hard but you were treated you right. A lot of that luster has dulled racantly.- 1 feel that the
morale is very low, and while job security is a thing of the past with most companies, it ssems aven mare so
here. It is very difficult to plan your personal life when you never know from day to day if you will still have a job
tomorrow, aven though you are a hard worker and have the performance reviews to prove It.

This brings me to my last item - the PRC. As itis used at Enron, | feel it is very counter productive. When | firs
hired on, | thought that the process was great - selecting peers to review your performance - this was batter
than most other companies that | had worked for. However, the forced ranking systam currently being
employed is difficult to accept. Ift am going to be given a performance review, it should be just that - a review
of my performance and not somae rating given to me by someone who does not know me or the type of worker |
am. Instead of belng an incentive it is actually demaralizing.

Even with alf this said, Enron {s still a great company and can retum to it's glory days. | just feei wa have laken
one step forward and two steps back recently. Management should realize that not all of us can be traders. We
need to stop treating people like commedities, focus on a direction, give it a chance, stop selling goods that we
don't really have, and work as a team. There seems to ba taa many silos and politics involved which prevent us
from succassfully getting around to the business of doing business.

& Glad Mr. Lay Is back at tha helm. He is the role model of our visions and values.

Employees may not take advantage of new opportunities close to a mid-year or year end PRC because they
may suffer in thair rankings with the new group. This keeps Enron from maximizing their talent.

& 1. Emplayee morale is a major issue now. Factors such as the PRC process, the sinking stock price, and
layoffs / redeployment have had a significant impact on employss morale. | think this needs to be addressed
before we have an even larger loss of talent. Many talented people have left or are considering leaving Enron.
2. The PRC aystem Is broken. | find myseif unable to explain rankings to those | supervise. | often disagree with
the rankings and don't know how they were determined. ! don't have a voice in the final ranking determination.
The rankings don't even necessarily reflect the written input from the peopls chosen to review employess. In
addition, this system is stifling cooperation. It is a zero sum game that encourages pecple to withhold
information to gain "PRC points". It alsa encourages withholding fasdback in order to have "ammunition” to use
at PRC meetings. .

3. Working space and meeting space s becoming an issue. it is often difficult to find a placa to meet and to
share ideas. Elevators are amazingly crowded. Hopefully this will be helped by the new building.

@ PRC this year was a disaster, The relative ranking system might be useful for the company
because it forces employaes 1o work harder and harder to get a better scora than the neighbor,
but it does no good to the employee. The system has been abused: a manager would give a departing
employee a poor ranking in order to allow another amployee to receive a good ranking.

I'm glad to see Mr. Lay back at the helm. Pleass never leave the CEQ post again.

It's very discouraging to sea so many top executives leave the company. All of EES last year's
lop management is gone,

@ Ken, it comes down to this. { am not empowered as an employes. [ have an MBA from UH-CL, which is not
enough to get me hired to a position whera | can really do something to heip this company - | have a great
passion for finance but training and other apportunities in the company aras limited for me. | have a couple of
ideas that | think could make this company’s stock go back through the roof but without a fancy title, t can't pull
it together. 'm going backi and get a second Masters (in Finance), this time from a top business school like
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tondon Business Schaol or Haas ot Berkeley, and than I'm galng to work for Goldman Sachs, where | can gat
{he lraining | want. I'd love to stay here but if | do | would never get a chance to do anything great. Best of luck.

) My biggest complaint about Enron has been the application of “the curves”, as it pertains to the PRC.

{ can see where having goals of having so many 1's, so many 2's and so on makes sense for a work area that
1) has a large number of staff and 2) sees a lot of turnaver. The odds say that there will ba a bad apple or so in
every box. And the PRC approach forces a supervisor with those bad apples to deat with the situation quickly.
However, for the department | oversee where the opportunities to fill a vacancy are rare (10 direct reporis /law
turnover), | make sure that | hire the right person for the job at such time. | have a pretty darn good track record
over the past 20 years - one of my direct reports was a Chairman's Award winner. But when something did not
work out as planned prior to the PRC, | rapidly dealt with the situation, knowing that you can't get too far in this
day and age with a bad wheel.

Being asked to label someone a poar perfarmer in the PRC process just to fit a curve does not make any sense
in my situation. In fact, assuming that there will always be pressure on me to have a poor performer, my
innovativa mind says that | need to fill my next vacancy with someona that | purposely know won't work out as a
way to shield an existing staff member from an artificaflly low ranking. |s that Vislons and Valuas in action; to
purposely hiring a token sacrificial lamb? | don't think so.

{ also know of one case where the PRC ranking process Is currently being used lo literally "blackmait” an
employee. In this case, the employee (J. Doe) Is a functional mangager currently assigned to provide syatem
support for Company A. Others within Enron would like o have access to J. Doe's talents and have attempled
many times to attract this person to their area. However, J. Doe is extremely happy with is role supporting
Company A and Company A is very pleased with J. Doe's work.

With no success in winning J. Doe over to their side using the more traditional means (promotion, salary
increase, increased responsibility,...), those who woutd like to have J. Doe under their wing have given this
person a four ranking in the most recent PRC to "motivate" J. Doe to reconsider. This is not what the PRC is
designed to do. The PRC is designed to Identify performance problems, not as a means to influence someone
to do something that is against thelr will. What if this employee decides to leave Enron? So much for finding
ways to retain Intellectual capital that has made this company so great.

This "blackmail” example points out another shortfall of the curves approach - everyone has to fight to get that
good ranking. What ever happened to doing things as a team? Forget teamwork, hell it Is every person for
themselves (especially now where most stack oplions are underwater).

If | run over someone to be the first in line, tough, they shouki have seen me coming. This type of attitude may
work when we are competing outside of the walls of Enron. But is this truly the environment that we want
inside? ,

B While my tenure with Enron has been relatively short, | came to this company with extensive experience in
leading and managing the personnel and assets of large organizations. Consequently, although } would be the
first to admit that my comments should be appreciated in that light, | can say unabashedly that thirty years in the
mililary, commanding units with as much as 3500 personnsl at one time, does offer me a unique and somewhat
informed perspective an what | think is Enron's trenchant weakness - - the quality of management practiced by
its leaders. We can debate the virtues of the pros and cons of this Issue ad nauseum. Nevertheless, if, as |
suspect, you hear a conslstanr theme of employee morale being at issue, or concem about where the company
is headed, or quastions aboutlmanagement communications, then these need to be taken as red flags warning
us that there is a problem at the core of this organization's leadership. And, if anything reinforces this, | would
call attention to the almost two minute standing ovation that Mr. Lay received at the last All-Employees
meeting. That wasn't contrived nor was it uncafled for. It came as a result of what | would offer is a crisis of
confidence in the leadership and management of the company - - something that is not solely the fauit of Mr.
Skilling (although as the senior executive of this company the buck certainly stopped with him). And, if left
unchecked, this crisis will fester and its deleterious sffects will have bath intarnal as welll as external

{
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consequences beyond the bouads of the market value of our stock. This confidence has to ba restored quickly
and, interestingly enough, some of the remedies are not all that copmplex - - candidly, this survey is a step in
the right direction - - as long as it is used and not parceived as a bandaid to display the “obligatory” show of
concern. it continues with the selection of right-minded executives ta take the campany farward after Me. Lay
retires (selections which have already occurrad hence somewhat questioning the efficacy of this survey). You
see, there appears to be a fundamental flaw in the selction criteria for the corparations and subsidiary
companies leadership. Success in very narrowly focused venues (trading, sales) would seem to be mistaken
for ability to run large organizations - - hence the selection of people who, while earning vast sums of money for
this company, may not really have the basis or personality to run large organizations and orchestrate the
actions of many employaes over a diverse spectrum or requiremants. in fact, one could argue that the type of
people who have been successful as traders and/or sales types, are the antithesis of what good
leader/managers are all about. The latter knowing how to mobilize the talents and energles of many people and
use others 1o maintain the company's momentum while staying focused on a myrad of isses and sustaining all
of our efforts towarsd the long term vision putin place. It's this type of leader/manager that somehow, of [ate, Is
not baing nurtured and culled from the pack fo lead us forward. Rather, we appear bent on selecting those who
have gamered success in a mostly individualistic endeavor where teamwok and motivating others may not be
the recipe for success. If this Is too harsh and a generalization, then understand that it is unfettered by any
emotional baggage (I am happy with my immediate employment circumstance and superiars)and based
exclusively on many many years of leadership under the siressful circumstance of combat and within the
context of many different leadership environments above me. Furhtermore, { came lo Enron because it
exhudad the qualilias and virues | didn't think | could possibly find anywhere than in the military. Until this last
January it continued to ba that way. However, the change since then is almost palpable and it will need to
dramatic and forceful leadership to change it if thatis the company's intent. Frankly, 1really belleve your
sounding of the situation doesn't go far encugh. Would feravntly recommend you take a sensing of what key
customers {especiatly retail customers) think as well as middle management. | do not wish to be rude or
disrespectful, however, if this process doesn't drill down into the deep-seeded Issuss barely scratched on the
surface by this survey, and, if left to the sole interpretation of the current executive leadership, it will never have
the complete airing it needs. n closing would just add that something that clearly is absent in the whale
equation is a leader/manager development program. Some say that leadership can't be trained. Others insist
that there ara skills that can be taught. 1 believe it's a litlle of both. But I can tell you that itis neither
serendipitous nor purely mechanical. Butitls something that is thought out and it is a nurturing process that
requires employees being groomed and developed early on in their employment at Enron.

® EMPLOYEE MORALEMNORK ENVIRONMENT
I don't need an office with a great view of downtown Houston to feet wanted, but 1 do need a working
environment that wifl heip me produce in a way that is expected of me. | work In ETS engineering and we are
being forced to work as a "paperiess” sociely. Moreover, our work stations are belng drastically reduced in
area whila the same level of production, efficiency and accuracy is being expected from us. The upper
management psople who are making these decisions (sounds like people with {T or Trader backgrounds)
obviously have no idea how engineers must function to do their job. The effective message is that the price of
real estate is more valuable to Enron than our product or the morale of aur people. They ask, “Why retain
books, binders and drawings with data when you can call it up on the net?" This logic must be fostered by lack
of understanding. ~

HUMAN RESOURCES

¥f Enron wants to save considerable resources, try deleting about 90% of HR. These people passive, not
proactive. They rarely arg of much help in almost every situation | or others have experienced. They offer no
help whatsoever when soT‘neone calls about employment (they say go to our wab page [)or when an employee
is redeployed. Regardiess what HR people or Mr. Lay may say, redeployed employees are on their own. That
does littie to boost employee morale

@ Dear Mr. Lay, e~
Today is my last day of working for Enron. | am going to back school next month. | was a summer intern in
Enron in 1998. | decided to come back to work for Enron because | really enjoyed my working relationship with
my boss and co-workers during the summer. | felt respected for not only my skills but also my ideas.
!
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But things have been changed since | came back from school in 1999. | was promised by the HR dspartment to
get a sponsorship of Green Card. But that promise was denied since | became a parmanent Enron employee in
1899. Celaste Roberts told | have to wait for three years in Enron in order to get a sponsorship. | felt Enron
cheated me. But [ still stayed with Enron because | believed Enron stil had something | appreciated.

Things were getling worse. My current supervisor never shows me any respect. | never felt | was respected but
like a tool for working. | am a CPA graduated from UT-Austin. | developad very solld finance and accounting
skills but | felt my potential and skills are not recognized. My supervisor thinks the person who can make her
happy s the good employee. | don't like politics and that Is the reason she does not have a favorite opinion on
me. But eventuelly | still had to be judged and represent by her in the stupid PRC system. | did not get a fair
PRC review since | started working for her. My morale sank to the lowest point in my life. That is the real reason
why | decided to leave Enron. | could have found another rotation and leave the group but all the unpleasant
experiences make me fee! upset and disappolnted. Comparing to Enron of 3 years ago when | was a summer
intern, 1 found Enron has changed a Job Respect has only become some slogan instead of the reafly spirit. if alt
the employeas keep leaving Enron, how can Enron maintain its expertise and stability? Like the A8A program’s
PRC system, all the analysts and Associates have to fight to death in order to excel each other. Why we have

to go through such a brutal war to success. Where is the raspact? | felt | am a gladiator who has to kill his peers
to survive.

| have great respect for your leadership. | hope you are going to save Enron one more time. { don't know

whether my voice can reach you or not but 1 do hope Enron keeps moving forward. | want to see the company
really become a world leading company.

& We must do scmething to restore much of our stock valuell | realize that $90. may have inflated, but $35. will

lead us to being absorbed into another Company, which probably wan't be beneficial to the employees as a
whole.

analysts a litlle better, so we can negate some of our negative publicity. It's too bad that this I8 necessary, rather
than just being able to "make money" and call it good, but it seems like thaose who don't bow to the "Street”,
come out the worse for the wear.

Something needs to be done about the PRC systam, especially in ETS. Having to rank people, even though
H.R. won't call it forced ranking, is completealy unproductive in a Division with a high average years of service
like ETS. The PRC system is too labor intensive and produces very little except confusion, hard feelings and
extra expense,

| for one, am very glad to see you {Ken Lay) back at the helml! There are very few of us who do not have full
faith in you to return CUR COMPANY to a position of respact, profitabllty and prosperity.

& | was appalled by the statement Jeff Skilling made regarding Enron and pomography. | read it In one of the
internal publications and | can't believe that it was included. | cannct imagine Mr. Lay ever making a statement
like that. | am very relieved that Mr. Lay is once again CEO of Enron.

& Several points should be made:

(a) The so-called managers at Enron have rarely managed. They have usually been traders or developers or
others who were very good at what they do individually, but feadership is rarely their forte. Someone at Enron
has to make sure that people at all levels are taken care of (and Human Resources has done a miserable Job of
that to date).

(2) The PRC Is counterproductive. Sitting in PRC review meetings is an exercise In defensiveness,
destructiveness and humifiation when it should ba a celebration of what is good about the employees of the
company and an analysis of how to make those who are less driven, jess skilled or less capable more
productive members df the Enron community.

Thursday, Seprember i, 20101 EC2 000046302 Page 68 of 8%

l It may not be the most palatable game in town, but Enron Mgmt. is going to have to start treating the invastment

EXH063-00424



Ken Lay

Response

(3) There are many of us who have known for yaars that certain maembars of the exacutive team were drivan
morea by self-interast than company concern, It is good o see some of them leaving the fold,

# We tak a lot about R.I.C.E. {respect, integrity, communication and excallence) and 1 see all of that in Ken Lay.
However, there exist many areas in the company where staff ideas are not really welcomed, changes are made
in people's lives withaut even asking for their input. Change is good but management should involve (ask for
Input) from all lavels before making sweeping changes that may or may not be the best thing for Encon but they
are the best thing for management.

& The back office infrastructure has been tolally ignored and
this will continue to cause heartburn for a long ime unless steps
are taken to fix the problems,

& This may sound crazy but when | heard that Ken Lay was leaving | was so sad it was like losing a Father, after
asking around and talking with others they felt the same way. During our alt employee meeting as 1 sit there
observing all the tears that came to peoples eyes when Mr. Lay anncunced he was back!!]

| do want o thank the redeployment team effort and | thank God and the people | mentioned above but if it
wasn't for Stan Horton and H.R, | may not be here today. 1 think thera could be some improvements to
redeployment.

@ !truly believe the fundamental success of Enron is based on the talent of aur paople. This is mainly
accomplished by having the right leadership at all levels focused on coaching and motivating their staff. | have
been at Enron for over § years and have held close to my heart the Vision and Values of this company. Im
currently a Director and manage a large team. | have wilnessed leaders at higher levels not portraying the
Vision and Values of this company, this hurts Enron more than any single item. Happy motivated people work
harder, its not rocket sclence. All of our managemsent should be held accountable for adhering to Enron's Vislon
and Value system. Ken's return has been instrumentat in the morale of myself and my team. People truly
believe in his character. Even as CEO he treats averyona equally. | have parsonally witnessed Mr. Lay on the
elevators talking to folks as if he knows them personally, this is awesome. Imagine if all of our top leaders
portrayed this type of behavior.

@ Question: There was an article in the Aug 17 Wall Street Journal about five Hollywoad studios (Sony, Warner
Bras, Universal, Paramount and MGM) forming a joint venture to deliver featura films an demand te consumers
via the internet. | can't find the specific article announcing Enran Broadband's termination of agreement with
Blockbuster Videa (which would have delivered mavies over the EBS network). However, | seem to remember
Ken Rice saying something to the effect that EBS didn't want to work with a distributor such as Blockbuster, but
rather, intended to work directly with the movie studios. Seeing that these five major studios are joining
together to pravide a product that Rice seemed to be referring to, [ was wondaring whether EBS was involved at
alt in these talka? Alsa, are we still pursuing the diraction {of warking with the studios) that Rice referred to,
amongst other strategies?

& Issues lo be addressed:

EES Customers are receiving SHUT OFF NOTICES at an alarming rate. Recommend a root cause analysis be
done to determine why this continues to happen.

Probable causes:

Customer wants EES to pLy bili that is not covered in contract.

Incomplete TPAs resultlng from de-DASR/re-DASR fiasco earlier in year,

Customers not set up in billing sysem.

Customer 'missing bills' issues not readily addressed by CSC or EES Billling Management. Bills are now past-
due and start shut off notices.

20/20 Double Discount Effect - CSC taking 20% rebate on amount invoiced by Utility (SCE & PGE) not knowing
20% rebate was already taken into consideration in invoice. These under—pays will also mgger pas\-due & Shut

off notices, ;

EC2 000046303
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Payables Due Date Issue. When entering due date for past due and/or shut off notice payments into SAP,
payment due date belng enterad is the data of the shut off and APs disburses funds based upon this already
past-due date which compounds the problem.

EDIl Lag lssua. Add in an alledged delay (2 days) of ED| payments in August (duse to an IT virus), and you will
have created hundrads of shut off notices.

Long term resolution of this Is necessary.

]

& | befieve this survey will uncaver tremendous discontent with the PRC process. Performance review is
necessary and important fo a company and to employees — both the reviews from superiors/peers is vital, as
well as self-assessment, However, this PRC process in particular engenders a battle mentality, and | believe
may very well be the cause of losing top performers rather than 'deadwood.! The arbilriness of fitting within the
scale to best serve your group's overall rating needs, and the capriciousness of having people review you
and/or block your abllity to 'score well' who have NO familiarity with your skills, performance, OR job
responsibilities, is counterintuitive to getting the best from employees over the course of the year. It's all about
positioning rather than client service and innovativeness, And this, coupled with a very poor external image at
this time, is causing the quick disintigration of employee morale. The current leadership (in Ken Lay) is
certainly able to turn things around, and | am optimistic that it will.

& We are so blessed to have you back Mr. Lay.

& My credibility and reputation of integrity and service is at many timaes jeopardized with my customers in the
marketplace. Previous to Enron | promised and delivered professional services to customers. | was known for
my integrity in service delivery. Now, with Enson, in instances where | am merely attempting to deliver what we
promised in a cantract my efforts are thwarted by lack of internal resources that are overwhelmed, or broken
promises to deliver. {t seems fike { am a shiald or a front to make customers believe thara is someone
servicing there account. Without Enron's support their shield will fall and someone will have to stand tall not
just before the customar, but possibly the customer's legal caucil as wef.

. @ 1. Reevaluate the Associate/Analyst program - It is so poorly managed. The Associata class of 2000 submittad
to Billy Lemons our comments about the program. These should be viewed by upper management (including
Ken Lay} end taken seriously.
_ 2, Salarles should be level with our competitars (rumar has it that El Paso and others pay more)

@ Unfortunately, over that past year employees have lost the sense that Enron operated as a meritocracy.
Nothing can erode the morale of a company than this type of malaise. The movements and maneuvers at the
higher tevels were viewed with scapticism given that there often was no corresponding reference to an initiative
or endeavor that the particular individual was responsible for.

Secondly, the disparity in the amounts of money that many were making did not reconcile very well with what
others earned. The integrity of the bonus plan and PRC process is under attack. To your average employee

1he critical component appears to be who you know or who you work for and not how well one performs their
job.

Finally, there is a glaring undetrepresentation of women and people of color in upper level management. | am
suprised that Enron has not been taken to task for this earlier given their high profile. A serious, commited and
sustained should be undertaken by you and the Board immediately 1o rectify this imbalance. Tha individuals
should have a commerclal platform 1o quantify their contributions to the company and managers should be
rewarded for promoting and grooming for leadership individuals from these underrepresented groups.

& M. Lay, it used to be that we wanted to get our name out and kaown to the public, but somehiow we went
backwards. How about supporting something at Yellowstone National Park to get our name recognized by the
raitions of people that pass thru the park. You know there are alot of both Americans and foreign visitors from
all walks of life. the exposure would represent us as being not only enviromentally friendly, but also reputable
and an the mave once again. .

Alot of employees have miore than just their jobs at stake with this company, many have their retirement
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dreams. Make bellevers out of us once again. "

@ The person wha follows Ken Lay as CEO must have most of his personal attributes (caring, peaple-oriented,
great manager of people, visionary, personal integrity, community and civic minded, great communicator), in
addition to his strong business capabifities.

We want to hear the good and the bad news from this survey and what Ken and the management committee

will do fix the problems. The Pulsa results were not communicated to employees well at all, and there was no
follow-up or follow-through on the proposed solutions to identified problems that happened to be Identified. If

you take the time to ask ug, then tell us and then do what you say you will do.

| iked the format of this survey. it went right to the core of what Is brewing under the surface at our company.

& Listen to your people and take care of those who want to grow within the company. For example | worked full
time and went to school full time. { graduated, received my engineering degree, and thought 1 can contribute
. even mare to Enron. Didn't happen. Yes, Mr. Lay read my email and forwarded it on to Cindy Olsen, but there
was no follow up and frankly it becomes tiresome. What am | doing to take care of this? Unfortunately, 'm
loaking for a job autside of Enron. Hopefully someone else wilt appreciate my skills and what | can bring to the
table.

@ Dear Ken Lay,

You sought “honest feadback,” “confidentiality”, "responsive action steps,” and “two-way communication.” |
share the following commentary because [ still believe that you personally hold Enron's vision and values
serlously. |1 am holding on to the edge of the tier, 80 to speak, about the negative issues | have seen in Enron.
If what | say will sound like somsathing from a bitter employee or a troublemaker, | have not succeeded In
communicating with you about my issues with Enron. Please understand that | feel | am making a big risk by
disclosing my concerns in this medium even though “confidentiality” is assured. There ace things that | like very
much about Enron and | carry a lot of hope in you personally in giving Enron closer altention to its long-ignored
problems and ultimately a healthier work environment. | admire strongly and share the visions and goals of
Enron - and want to see them In practice in this company. | hope you can communicate your thoughts and
reaction with me directly soon.

Sincerely,
Hector Alvier

1) Human Resources have very serious problems. In my two'years in Enron, | became increasingly
disappointed with how little integrity and respect this area of Enron carried with me and other employses. Mot
only have worked with HR but also have worked in HR as part of a year-long rotation. | observed irresponsibility
in HR handling personal and corporate information, resulting In perhaps politically conventent but nevertheless
unsatisfactory excuses, An example of iresponsibility and suspicion was the recent discovery of my highiy
confidential employee file an the desk of a non-Enron person, which was somewhat unsatisfactorily excused as
a courler mistake when ! asked for an explanation. Another example of neglect was the failure to manage the
human resource budget and identify variances in an out-of-control spending process primarily due ta poor
communications between management when | worked in my rotation {HR Analysis and Reporting). In contrast
to supervisors 1'had in other Enron companies, my directors in HR were, with all due respect, political
machines, not problem solvers. They appeared to come across as thinking and acting it was more prudent to
play a blame game or a turf war than to resolve or communicate serious business problems with the executives
or with their Enron counteriparties. Their conduct and lack of team commitment and involvement in our work
shocked and ultimately hugely disappointed me in 2000, | have tried repeatedly to communlcate directly and
indirectly with them in different Jevels with very litlle success and instead | felt punished for painting that out
honestly and trying to communicate. Far from being a simple case of personality conflict or_unforlunate or
accidental misunderstandings, the problem was sourced in people who took Enron’s valiues and visions very
cynically. Subsequently, | documented and wrote down specific grievances about this experience among
others, and sinca thay invoived violations of the company's policy and values and vislons, | submitted those
concerns to Enron Fair Employment, | requested a written response to my 4-page papar involving specific

- -
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complaints and issues — | was refused and given a very emply explanation in a one-hour verbal meeting. Rick
Johnson, the parson who refused a written explanation went further and admonished me what | belleved were
urgent and Invoived serlous communication problems for reasonable accommadations crilical for my job. The
fair employment director did not show acknowiedgement of my concerns.
2) In the summer of 2000, after my internship, Celeste Roberts, the director of the Analyst & Associate prageam
made a very clear pramise that { would be a full-time assaciate when | came into the program but fafled to live
up to it. 1have a hearing problem, but | heard her very clearly and specifically on her assurance with a ravised
offer. | followed through severat phone conversations and emaifs with her staff (i.e. Shelly Jones} when Celeste
Roberts was “unable” to return my cefls for at least 3 months and did not get an indication of any contradiction
to that promise untit December 2000 when, with shocking disappointment, | received a revised offer as analyst,
not associgte. Given a almost a literally last minute notice and not much alternative to wait out and look for
another more fair alternative, | trusted the program in good faith that they rightly placed me and in what they
gave me as a carrot of soon-to-be promotion. My chances in Enron has been damaged because of my work in
"commercial support” wark In HR —~ despite lts requirement to Enron in analytical ability, the program did not
esteem my role as important or critical as the “commercial” roles by othar analysts and assoclates. My good
faith has been deteriorated after seelng how promotion opportunities have been closed to me {(out of procedural
changes) and making side-by-side work and background comparisons to associates and analysts that made
the program quite inconsistent with what they said in public. Bottom fine, the program falled to five fo its
expectations in ragard to promotion and mentorship and communicated misleading signals and distrust with me
and other analysts. Later on, | have heard similer atiractive but broken promises Celeste Raberts made with
other analysts and assaciates. The last time 1 heard from her, she still maiatained that she never made such
promises; this greatly disappoints me to why Enron would put someone with low integrity In such an important
position In the first place ~ aspeclally when these concemns were made known a while ago when she held the
job. Although she is aut of the program (and Enran?) and there seams to be more honest management on
behalf of Billy Lemmons, the damage has been done. Instead of a cover-up or a convanient *let's move on”
attitude, there shouid be some investigation in the conduct of the previous leadership of the Analyst Associate
program. If there was, i should be revealad to the recipients of the program. | would appreciate some
acknowledgement and justice in this problem.
3) Increase diversity and affirmative aclion in the diraction of people with disabilities. | have tried to be @ maver
in his, but, while the spirit and words are there, | have faced some friction and apathy. | have received very
positive lip service but not enough action (actually, nothing at alf). My vision may be a high cafl, but one of
Enron’s goals is to improve diversity — and this is a good area to improve diversity and find a lot of untapped
talent. | keep hoping that this will mave in a faster diraction in which | could play a biggar role.
4) The PRC process is not a 180 degree process between management and employees. Itis very
unidirectional, going from supervisor to employee. There Is also very insufficient communication about how the
pracess should be and is done. The PRC committee appears to be pulled by many ropes and pulisys by a few
over many and is not understoad by many. The PRC is also a highly palitical process — hugely adveriised by
key people who carry very conflicting views about process - producing a lot of anxisty and conflict for most
empioyees. Please understand that} am a BIG believer in meritocracy and in employee performance systems
- and the theory behind the PRC Is very attractive to me. However, in praclice, the PRC so far seems to have
pushed us in the other direction. Sometimes, something ¢an be worse than nothing — but we need something
better than what we have now in the PRC. Despite good things advertised by key individuals, ( hava heard and
seen very litlle that indicates a fair and objective PRC procass. Perhaps | ask for the impossible, but when
PRC is communicated as a healthy system and contradicts my experience, it only produces a cynical result.
5) | did not unlerstand really why Jeff Skilling resigned after 8 months on the CEO job. A shorf-term drop in the
stock price in an adverse market environment does not justify his resignation, { understand there could be
‘personal reasons” to his resigngtion, but | don’t understand why it should be so private for a8 man so public in
=nron. | respect his decision though and have good faith for his unexplained reasons, but it left me a stightly
unny taste in my mouth. | was 2 little surprised how some employees were glad {0 see him go.
i) l understood there were Issues of "respect” and "integrity” in Enron brought up when you {(Ken Lay) spoke in
“be all employee meeting. What did they involve specifically? Were they issues like the anes ! brought up?
Vhat “responsive actions steps™ will be taken? In the spirlt of "twa-way communication,” will there be a
esponse specifically lo my commentary, issues, and questions?

dthough EES has recently startéd to speak of the importance of the customer, focus on meeting our
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contractual obligations has not received much attention in recent months.
Receinl c?ange seems lo have taken on the feel of change for changes sake, not because their is a specific
goal in mind.

& | am making a suggestion which | think will be very good for all of us and it is simple.

- Have an environment in the workplace where the unwritten code is 1o "constantly train and Improve one
anather on the job".

| can elaborate on this, but it will take a very long elaboration. First, the benefits, Everyone will have a chance to
be knowleagable in the wark place, theraby eliminating only a few people knowing everything. It eliminates crab
mentalily where only a few people will krnow all the skills and use it as job security. What if that person gets sick,
what if that person leaves the company. If all knowledge and skills are spread out and shared, thep all of us will
know what to do and making everyone important,

This atmosphere should start from the top management, The idea of helping ane another should be
emphasized by upper management. The ideal way is drip aystem of training. Like the drip system of farm
irrigation. A pipe has holes directly on top of a plant and when water flows in, there will be a constant drop of
water. A little at a time. 1t is better than pouring a lot of water once a day.

Case in point. If an employee has some things to learn, he ¢an read and study for it, but it takes time. If he
thinks a co-worker knows the answer, he ¢an just go to that person and ask. The other worker should help by
explaining and sharing his knowledge. This might be just a few minutes. They could always do the knowledge
transfer anytime, averyday. It must ba a mutual Jearning process for evaryone. Everyane will know something,
either big or small. l

This i so simple, but in every company you go, there is that environment of non-sharing and the saying "you're
an your own". If wa want la be ahead of other companies and become number one...I belleve we should have
this practice. This will also help in the PRS, Instead of secing more people in the fow level, it will minimize this
problem. Also, why wait for six months before you try to improve an employee when he can be given training on
a daily, drip system lype training In a non formal, flexible manner.

Another perspective...why is there a "Special Forces” in the Military? Why is it that the "Marines and Alrbarne”
are always saying they are the best. Simply because, they are constantly training and improving. They got
knowledge transfers from paaple who have more experience. Thay won't say to the new recruit that "They have
to go to war and get experience”, No...they are baing taught almost on a daily basks about combat based on
real-life experiences. . )

in Ame.ican War History. in World War 1{ the Japanese hava taken the lands occupled by America and Britain
in Asia, simply becausa they are more expsrienced with previous combats in China end Manchuria. Also
because all their knowledge in combat was shared to new recruits.

Again It happened in Vietnam. Where America sent troops who have little or no experience, During the Guif
War, it Is different because the soldiecs sent there are "well trained" and the outcome Is a real victory for us.

If we want to ba number ane...then we should bulld up one anather and make the chain link stronger than aver.

Many companies are saw[g that they are empowering their people...only in words,not in actions.

The whole world will ook up ta us In envy when we say “we at Enran is making sura everyone will be a better
person in life and at work.” and then we can truly be number one.

& 1) | have been wilh EES for almost 3 years and { would like to continue working with EES, | like the idea that
even though we are a large company, we still have an opportunity to make a difference.
2) As a professional, | have a difficult time when an Executive leader
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gets up in front of his department and says that if they want to leave

then they should leave the company and he would help. He based this on

the fact that he understood that the job they were originally hired to

do was now different. This was just after half of the Svc. Mgmt. dept.

had been redeployed. This is not what | expect from a Leader at Enron.

At Enron you expect your role to change, you expe¢t to ba challenged

in different ways. { do Not expect a leader to say this. The personnel

askad themselves if this was sald because more radeployments were coming
and he wanted them to leave. This is Not the motivation our employees

need. Mr. Lay, | have Tremeandous respact for you and the Enron organization.
| hope to be able to continue making a difference and living the values

that you stress at Enron. However, | feel we are going to lose good

people when we have this type of management. Thank You for aflowing me
to vaica my opinion.

| think that each person who Is not in a true commercial role should be considered valuable to the overall
objectives of the corporation, and should be treated fairly in the PRC process, although they have no margin
targets per se. Many times in the past I think individuals were highly compensated for taking risks that
uitimately dragged down Enron's stock performance or business viability, which was a serlous mistake that
senior management appears to have missed. Many of those individuals are no longer with Enron, and have
taken thelr fat packagaes with them. IT's time Enron became a place whare you can trust your neighbor, you
can be judged based on a job well done with objectives met/exceeded, and not solely on whether you closed a
deal at ANY cost. This, in my view, is the core dilemma of Enron, haw to treat its people falrly within PRC while
encouraging sustainabla growth within the various busiensses.

Mr. Lay, I'm glad you're back. Can we please bulld something that will last?

] am concemed about what seems to be an overly short-term and "unfocused” focus of our company. From
getting rid of personnel who were focused on monltaring/analyzing the future and our competition (e.g the Mgr.,
Competitive Intelligence and Future Foresight for EES) to endiessly re-organizing, re-deploying and having
bunches of people in the lobby for the new-hire orlentation, it just seems like we're treading water and churning
staff. Further, it seems that since everyone thinks he/she won't be aroundidoing the same job in six months
time. they don't take ownership of decisions and others are left to live with and/or fix the consequences.

in the big world of city attitudes, striking the balance between pay and work is crucial - people don't stay in their
jobs just because they llke the work and their colleagues.... everyone will move for money and security. na
weakening market, this balance will become more difficult to achieve, far both employer and employee. If Enron
wants to be the next 'bank’, the split batween ‘commercial' and ‘support’ will require lots of attentlon - or the
support professionals will be deeply unsatisfied - as today's professional support teams provide heaps of
guldance and ideas to the commercial originatars.

1 am disappointed that all the founding executives such as Jeff Skilling, Ken Rice, Cliff Baxter, John Echols,
Kevin Hannon has left the company. It seems as they lost theic Inspiration and drive by working long hours and
weekened travel and what else? These gentleman were an asset to Enron and | enjoyed working with them and
contributing to a team effort.

The PRC needs serious review. It may function at the MO/VP level but, not at the lower levels. The salary and
titles are not consistent among the business units. | am experiencing this issue and having been trying to
resolve for a year. The unbalande affects my compsentation and bonus and earning potential, coupled with the
stock price, it has not been a financial stellar year.

1. SAP and downstream processing.

Our SAP install and design was one of the very best ) have heard of. We daveloped a single enterprise system
for all of Enron with a flexible design in a minimum amount of time and at less cost than most large SAP
instafations. Our support of SAR Is terrible. There has been no knowledge transfer to our Enron employees or
sevelay. Septentber 86, 2001 ' T Puge 72 of 88
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super users. In fact, most of our Enron talent has left the company elther due to frustration or inabllity to be
effective in carrylng out the design and application of the system. This was not our original plan, Itwas to keep
our super-users and their expertise for the benefit of Enron. At this time, two plus years after initial go-live,
there are still no user groups defining the future and currsnt priorities of system enhancement - no user
invelvement what-so-ever,

No system communications of any type from I1SC except for system outages. Our support is tao heavy on the
extarnal, expensive analyst side and made up of people who do not understand our business, nor our
requirament to change things fast. Most of our top level Enron people who were involved in the project have
abandoned in disgust, the enthusiasm displayed with a successful implemantation, turned to frustration. There
are major training, data monitoring, and support issues that need to ba fixed NOW. We have people antering
data who have no knowledge of what they are entering - just trying to make system work. Reporting and data
accuracy coming out is consequentially unreliable. Wa need to upgrade to current SAP version before 1co
much Enron enhancement is applied to SAP design thus making it much more difficult to upgrade generically.
Entering data correctly should become part of performance and monitared.

iPayit - there is nothing wrong with SAP or it's processes. Itis the caliber of people entering invoices. They are
uneducated, untrained. Gannot make decisions regarding tax, commodity judgement etc. They simply punch
numbers. This will not work at Enron. We need knowledable peaple paying our involces, They have to know if
the Company is correct, if the tax rate is corract for the delivery location, what the final destination was for the
materials, etc. The system will process data as entered, It cannot make those decisions, only the human mind
can ask questions. Can Sousce Net pracess invoices faster - perhaps yes, but if tax liabliity is wrong, and GL
information is wrong and accountants spend hours journaling amotints to correct accounts, and we have
greater liability for tax audits, did we raally buy cost savings? Also, the time it takes to process an invoice is
much greater and involves may more people handiing the document. Enron requires many paths for invoice
processing. Contract invoices must be checked far rates, time sheet verification, approval of work done. Use
tax is not getting correclly processed when included In the contract amount. Retainage processing is a major
issue. Purchase Order involces must be matched to the raceipt and PO. We are skirting our normal matching
procedures in many casas just to get an invoice pald. We have duplicate payments. We have many more
peopte tied to their computer and desk top for invoice appraval. Many of our managers are warking In the field,
and this type of work requirement is time consuming and unproductive. Most of all, we have-vendors that are
not gelting paid according to terms because of our internal processes. This is really causing havoc for Enron in
the business relationship area. We should have tried iPayit in a small trial environment rather than trusting all
involce processing to an external company. Our former AP clerks in retrospect had many years of working with
Enron AP processing and could catch blatant errors in most instances. (Payit processors cannot do this....and
the assembly line processing feature will miss most of the thought processes that are required to catch this type
of error. Computerization is great, but as always, the data-is only as good and correct as the employee that
enters it. Enron because of it's diversity in business processes has many, many {ax issues. Some of our
business are exempt due to resale, soma due to export, some commadities are exempt due to usage. A good
AP clerk will know our different business and recognize some of the processing requirements for each buslness
type. To succeed, SourceNet must commit to high level training of their people on both base tax processing,
Vertex data handling and requirements, SAP dala requirements, elc....and to paying those people well enough
lo keep that expertise. The cast savings gained in AP processing will be spent in expanded general accounting
babysilting and error correcting, tax department expansion, internal and tax audit expansion efc. Let's look at
the whole picture before making these snap decisions on what is best for Enron AP processing. Sometimes
what seems good on the surface is not really what is bast for us as a whole,

2. Change and re-organjizatlon are required at Enron, but they should only be for the better.” Wa shauld ptan a
little mora and nat makel such hasty decisions. We should include some of the employee experts in our
decisions - more of a team effort to design the change. Our management tends to.come from outside Enron
and they are not atways famlilar with our historical knowledge and make some of the same mistakes that were
made before. No Jessons learned. Hasty, uninformed judgement calls.

I TN

3. We put a good deal of effort into our Analyst program and mentoring program, but | have seen very littte
training or encouragement far middle and bottom level management and supervisors in the last few years.
These are the people who make the top decisions work, the ones in the trenches. They are also a valuable
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asset to Enron, and therefora worth some equity investment. On site training would be most cost effective and
schedule beneficial. It would also help us have happler amployees due to better management skills. Perhaps if
we spent more equity doliars on our current empioyees, we would not have to rely on Arthur Andersen, -
Coopers, McKenzie etc. for our top managers and could raly more on Enron employees who also have some of
the business knowledge and lessaons learnad experierce.

4. We develop expertise and then tend to cast it aside. Example: We had a top knotch international
procurement group at EECC with expertise in intemational procurement, expediting and logistics. With the
seorganization, the skills develaped in this group are left under utilized whila we develop new procurement skills
in the ETS group with under-experienced people, in the EES group with ineffective procurement practices.
With iBuyit, wa allow anyone to becoms a Buyer - no professional procurement training required. We have
Global Sourcing invalvad, but very iittie profassional communication from that group to all the professional
“Buyers” at Enron. No interaction between all the Procurement departments at Enron. SAP makes a lot of
precurement functionality praviously unavailable hecause of system canstraints avallable. We are under-
utilizing our Investment. We are still using system same way as on go-live date. We should be involved in
expanding usage of SAP to give us better information for cash flow, commodity expenditure etc. Correctly
used, the system can provide multitudes of infarmation to planners, project management ete.

Procuremant is a big area - a professional area - that could save Enron lots of doflars. in this day and age, we
would do better to have expert commodity buyers - we are as close as an e-mail or WEB request away - to
handle any kind of large purchase for Enron. Expert ptocturement personnel have knowledge of material
avallability, new product development, best sources etc. Instaad, wa tend to farm the procurement function out
to job site personnel, contract buyers,and others who are not true professionals and usually have other, more
important work to do. Most think of "buying” as a "pick up the phone and call Joe" requirement. it truly is not. it
requires much experience to negotiate Terms and Conditions, Payment terms, progress payments, bonus-
penalty, correct material handling etc. With the level of communication effectivaness that exists at Enron, we
do not need the procurement function spread all over many positions. Many of our professional Purchasing
Agents are Engineers, or have soms type of field experience. They work with engineers and project developers
as team mambers and in many cases have saved project costs and caught errors in equipment design or
requirements. These people are skilled in vendor negotiations, price negiotlation, cantract fanguage.
commercial code requirements, and can halp us avold unnecessary litigation. They are professionals, just like
our traders, tax accounts etc. With our axpanding international involvemant, it should be a requirement lo have
an experianced, top notch procurement group to handle our material requirements for our global business
raquirements.

iBuyit is a great (dea for everyday commodity purchases from the desk top, hut it is not a great idea for pipeline,
power or faciiity procurement except for operationat items. And, it is very time consuming. There are safety
issues in the material manufacturer and sourcing. Engineering standards to be awara of, substitution issues,
logistics issues, material handling procedures, documentation requirements etc.

5. Record storage. We are continually fighting for electronic storage space. IT policies of 1 year data might be
good for traders, but not good for pipeline, power, engineering funclions. Paper storage Is expensive. Online
storags, not so. If we don't want to keep this information on-line, why not heip the business units davelop geod
methods of downloading information far record storags. E-mail has become the communication tool of the
time - just as paper memos used to ba. A project can run for two, three years....and to lose data after one year
can be detrimental to project success. Each of our business units has different requirements, perhaps some
flexibility coutd be justified iT some requirements for different business types. ’

We generally do not see tax audits until 4,5, or more years after a project has reached completion. If we cannot
produce the correct Information, we can owe money. If we cannot produce material certifications, testing
information etc. on materials ordered for a site that had a spillage or explosion, we could be Yiable for extra
dollars. Contract language and info can be important long after the contract was completed, dus to warranty
requirements, etc. We want to avold this type of liability, and loss of records can be'very costly. Itis difficuit to
export large files to vendors through our fire-walla. Engineering statistics, equipment drawings, large spread
sheets etc. that are exchanged with cantractars, vendors, partners and others become a liability and in some
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cases we must rasort to paper to get the data to the destination. | would like fo see IT help us solve our
prablems rather than tefl us our limitations and enforce them without regard to consequences.

6. Mr. Lay, extraordinarily happy you're back. It's going to take a lot of hard work from all employees to turn us
around, but it will be a lot easier with someone at the top who listens and cares.

® {'m glad Ken Lay is back.

& Enron has taken risks to gain the high returns for our investors (stock price). Unfortunately these investments
have not flourished as expected. There have been other issues, such as Callfornia and india that have also
occurred untimely. This has driven investor confidence very low. There seems to be a reoccuring Issue of
"unclear financial reporting”?

The employees have been the "bedrack” of Enron. Keep employeas clearly informed of our situation. Keep
moral high, but do not shelter employees from the facts (good or bad). .

& One issue | have is better treatment between empioyaes with degrees compared to emolayaes with yrs of
experience.

For experience: | have 9yrs of Corporate experience, and was promoted end of yr 2000, based on my
experlence, proformance and my ability to out proform my peers, and handle muiti-functions, and was told my
pay could bs betler, if | had a degree, the only fuiher education | have Is Bussiness School cettification. Itis
hard to attend any schooling when we work long hrs, and even sometimes on weekends, and yet take care of
our personal life and family. | attend courses that are offered by Enron when they are avaiiable. 1was told for
my review end Aug. that { would be compeating with empolyees with degrees In other departments, since I'm tha
only one in my group that has the | havs.

@ 1/ lind the operations reporting capability amazingly Inept for a large computer savvy organization.
2/ Initlal Impression is that people gat promoted for trading profitably which can rasuit in both weakening trading
and having managers who aren't necassatily good at managing.
3/ There is still too much internal battling over accounts - nalgas should not have liquids business and vice-
versa now that EGM is fully staffed.

'@ Really appreciate Mr. Lay domg this survey. Employees want to feel as though they have a say. itis our
company too, - .

One of the most unsettiing things at Enren Is the time spent on PRC. IS it really necessary twice a year???
Why if are ranked SUPERIOR by people who know you - then in the PRC meeting you come oul a ranking
lower by people who have never warked with you emd may not even know who you are.

1 also fesl assistants wha have spent ysars in there careers doing a top notch job should recelve compensation
and not be told they are paid top dollar in the industry. What incentive do we have to continue doing the top
notch job??? How many years will Enron be able to keep the "BEST" If they don't show we ase appreciated with
raises. We are not warking for the rating - we are working for the almighty dollar. Many of us are the sole
support of our families and the cost of living continues going up so shoutd our salaries. If you gan't do raises
then how about higher boquses?

@ Remember the days when EDC would develop projects ifke Hainan, Dabhol, Dominican Republic, Brazil, ete.?
Remember how Enron Power, EOC or other operations groups would have to live with the bad deals while the
developers were buying houses on falrways at the Woodlands? Seems to me like EES was set up on the same
model. Originators signing JC Penney, Starwoad, Lilly, etc. with no concept of how we campossibly defiver on
the promises made. And worse, marking profits that wilt NEVER come to pass. So, they get promotions, or
teave rich, flaunt their Porches and Ferraris, and us poor working folks have to doal with the mess. These
same people dominate the PRC, rewarding thelr buddies, and arbitrarily getting rid of the companies
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backbone - the average working guy in the trenches,

Ken, THIS HAS TO CHANGE TO RESTORE MORAL AND GET THE COMPANY MOVING FORWARD
AGAIN. Thank you for the epportunity to do this survay.

& 1. ldonot understand why (in the face of $83/share ESOP) aptions issued at year end 2000 for 5 years, why
wa do not allow employees to trade those options for an equal number of shares priced at today's stock prica —
no change of date when the option expires - trade share for share for options that have not been exercised, |
do not see this as violating external share holder rights because these options ware issues to imployaes not to
non-employees, and because they were Issued as part of the salary compensation package to employees. My
way of looking at this is to say to the external shareholders, “Hay If you want to see the Enran stack increase In
value in the future, that will take talented employees like those we have on beard, keeping them fs more
important than worrying about what othars outside the company may think because to do so will improve the
odds that our stock price will improve and sooner, rather than fater by haveling that talent on board. What about
the saying, "our amployees are our most important asset”, well if they are, then let's give them a hand in this
situation -- one that they did not create, but are the ones suffering. o
2. 1do not understand why, if we expect fo be the "World's Leading Company" we are not doing more "leading”
in the face of all the negatives about Enron and the deregulated electricity market in Cailifirnia and the western
US. Has Kenb Lay considered taking a more aggressive “industry teadership” role by mabilizing the energey
campanies and the state governments to work together to solve the issues rather that stand behind the banner
of "it was legal free competition and we did nathing wrang". Whether we did or did not do anything wrang, we
are gefting blamed for something the California and Western US governors "think" we did, and that seniment
will be harder to overcome than anything in improving our stock price and getting "Wall Street” to raspect the
stock again. Wall Street cannof solve our low stock price........ the situation s the general pubfic does nof love
us as a company......why not turn the tables ever so subtley and get people thinking that we are not only the bad
guys, but also that we are working to solve the issues they see as causing us to be seen as the bad guys.....by
leading other energy companies ta the negotiation table, we beneift by lon the eyes of the general public by
demonstrating "industry leadership" and our stock price benefits by having sharaholders who appreciate that
leadership. Something akin to the cofitation of business leaders in Houston that Ken led to get Enron Field
funded and built,

& | am a Director at EES. | ahve been here five years, The edge has been taken off of this company by the way
the recent redeplayments have been handled. Many employees have lost faith and confidence in this company
to deliver the goods. The company appears to have lost iis concern about the employee while expecting a
greater level of loyalty to it.

& The PRC system pits workers against workers. Best thing to do with it is TRASH IT. Obviously employees
need to be evaluated and those thoughts need to be communicatated. However they don't need to be in
competition with one another. Enron needs the "steady Eddies" along with the superstars. One may stay at the
sama lavel while the other rises through the ranks, but they're both needed.,

I'd lave to see us go to a 4 day work week. All of us work really hard when we're here. You just don't see
people goofing off at all, and | guess that means employees are reaily committed to the coinpany and to their

roles here, Sometimes it's hard to relax and really take a weekend "off” and | think having 3 days off would
really help with that.
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@ -We need to retain our talent, including at senlor management levels. The racent lsskage in {alent has not
been limited to El-people like Mark and Sutton, now Skilling leaves and is followed by Rice and Hannon. if the
‘top dogs' are leaving the boat, is it a sign that it's sinking?

- What does being ‘The World Leading’ company means? Leading in what? \Wa need to know what we are
about, the previous vision of being the "World Leading Energy Company’ was clear and led to a strategy.
Change is good when it leads to something, but it looks like we're starting to change just for the sake of it.

- We need to generate recurring earnings and CASH. Mark to market aamings are great, but the streetis
probably right in being weary that we'd incur major charges If the accouting rules wera to change. Cash
generaling assets are a good thing, world-class companies prove that every day, and we badly need a couple of
them, It was our asset strategy that was probably wrong in that it was too aggressive and overly refiant on
deregulation at emerging markats, in addition to an incentive system that created agency prablems.

& Some people In senior management positions may be good at the deal, but have little leadership ability (e.g.,
Jim Fallon, Greg Whalley, Kevin Hannon) while the true leaders go unnoticed (e.g., Stan Horton, Rob Walls,
Mary Joyce).

& The hardest thing for me about working for EBS was the ability to respect that Enron is a Fortune 100 company,
when | saw so much money being wasted on a daily basis. EBS did not set the standard correclly when they
started hiring people and the result was a lot of overpaid, underqualified people doing nothing but speanding
Enron's money on travel, food and entertainment. 1 have never been at a company whos spending was sa out
of control. The other thing that really bothered me was the lack of respect other Enron entities gave to EBS. |
was in charge of making sure Enron’s Analyst Canference was webcast and was told on that day, when we
were having network difficuities, that there were people at Enron that hoped EBS would fail. Even if thatis the
case, | don't think it was appropriate to be told to me. On that same day when we were having network issues, |
told Ken Rice and Kevin Hannon that Mark Koenig had been very upset at about § am and that | just wanted to
let them know what happened so they would be prepared. The response | received from Mr. Rice was, | don't
care about the Analyst Conference, | just want the CNN testto work later today. Again, | don't believe that
anything fike that should ever come out of a CEO's mouth, but then again it is the same CEO who drank too
much at the Portland Christmas party and told me | was beautiful. These incidents reflact very negatively on
ma, even though | did enjoy what | did and my co-workers. | am just shocked that these type of things aren't
better controlled.

& | work in technical support for EBS. The now defunct office of the chair for EBS (Rice/Hannon) wis the worst
executive leadership | have experienced in my 13 years as a software system developer. There was NO
leadership - no communication, no direction, no decisions, no émail, nothing. Strong, decisive declsions about
the role of the network and its relationship to trading (I.e. world's best network vs a commoadity to trade fike any
other netwoark) was needed but never materialized and contributed greatly to the financial problems of EBS. In
the tast three weeks, | have aiready received more information from Ken then in the entire tenure of Rice and
Hannon. Keep it up and keep providing direction.

The most serious issue at my level is the "prima danna vs peon" atfitude of Commercial to Commercial
Support. | understand that traders are busy - wa all are. They are also the money makers for the company. )
would assume they are compensated accordingly. It is very difficult to provide support to people who regularly
don't show up at meetings, don't reply to emails/phone messages, and don't review requirements. This seems
to be 8 common problem throughout the company which tells me that this behavior Is at least tacitly acceptable
at the highest lavels or it wou)d stop. Cooperation betwean Commercial and Commercial Support is the key to
succass, nat compatition. !

The trading floor layout IS NOT an appropriate layout for software development. This layout is conducive ta
conversations, spontaneous meetings, and interruptions - in other wards - making trades. 1143 NOT conducive
to creating systems. Software development requires individual, clear thinking - an efficient software )
development fioor Is one where you can “hear a pin drop”. Different jobs require different layouts. [ think the
attitude that the trading layout is fine for everyone Is another symptom of the “prima donna” attitude found in
Commercial. :
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Finally, currently an employee's bonus is based on how much perceived value their work provided for the
company in the fast year. This makes sense. Tha employee’s rating is also based on this perceived value -
this Is unethical and lacks integrity. 1f an employee is assigned to a high risk project, does exceflent work, but
-the project fails to meet its objectives, the employee should not be ranked as "average” or "needs
improvement” because of this. Obviously, their bonus will be affected - their ranking should still ba “axcellent",

The current pressures of the PRC to “fit the curve” almost guarantees that the employee will be ranked lower
than is ethical,

& My main issues with Enron today are that | cannot get a good feeling about where we stand today and the
degree of promisa that our future holds.

| can weather the Enron bashing in the external analyst community if | can firmly say that thelr writings are
misplaced and points unfounded. However, with the state of EBS and the storles of how major EES deals are
missing key variables and requiring major clean-up leaves me uncertaln as to where future revenue (besides
Wholesale and ETS) are going to come from.

Additionally, fram a parsonnel front, the following have left me with lower morale and (unfortunately) positivity
about warking at Enran:-

- a lot of really talented and super individuals have left Enron for various reasons in the last year

- unexplained removal of those individuals whomn 1 thought 1o be most deserving and akilled to make a
successful business of trading advertising {in the Media Services group) by arrogant and unproven individuals.
- apparent lack of interest and caring by ex-EBS and now ex-Enron executives Rice and Hannon. | feel that
they fooled me as much as the market in the prospects of EBS (aside from the talecomm meitdown).

& | am disappolinted that all lhe founding executives such as Jeff Skilling, Ken Rice, Ciiff Baxter, John Echols,
Kevin Hannen has left the company. It seems as they lost thelr inspiration and drive by working long hours and
weekened travel and what else? These gentleman ware an asset to Enron and | enjoyed working with them and
contributing to a team effort. :

The PRC needs serious review. It may function at the MD/VP level but, not at the lower levels. The salary and
titles are not consistent among the business units. 1 am experfencing this Issue and having been trying to
resolve for a year. The unbalance affects my compsentation and bonus and earning potential, coupled with tha
stock price, it has not been & financial stellar year.

. @ Would basically want full disclosure from management if there Is some storm brewing in the background that
others are not aware about....seems very odd that Skilling, Hannan, & Rice all departed the company within a

month....is there something going to where they don't want to be around to have egg on their face when
whatever arises??

@ This is my last day, as the Portland office Is being shut down. While | had na illusions the Poftland office would
stay open forever, it was discouraging to hear one thing ("we're committed to a strong Portland presence”) and
see something else (jobs and departments being moved to Houston). As a shareholder, | applaud the move to
cut expenses. As a (very-soon-to-be-former) empioyee, | can't help but think that this whole experlence over
the last six months could have been handled more openly. | find it ironic that the three people
(Skilling/Rice/Hannon) who stoad on the pedium at the Marriott in Portland five months ago to announce layoffs
al EBS are now "pursuing other interests”... ~

& We need to stem the flow df execulive leadership departures. This cannot be good for the company in the long
cun. We have lost Sutton, Baxtar, Hunicke, Pai, White, Rice, Hannon, Sunde. A tramandous amount of talent
that is not easily replaced. Wa have smart people who know how to make money, but do not nacessarily know
how ta run a business with talented employess.

& | was offended with the recent communication stating the departura of Ken Rice and Kevin Hannon.
Specilfically, the part that gave them a very nice pat on the back for a jab welf done. Maybe I'm naive, but | think
many of us know what contribution they really made and parsonally | would have appreciated the
communication stating...Ken and Kevin have decided to leave Enron and we wish them the very best — and
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leave it there... as this communication doesn't have any fiuff that might not necessartly be true.

& Glad Hannon is gone. He was filthy-mouthed, arrogant, and did not respect others. We don't need that type of
person in a key leadership position, or in any position for that matter, at Enron. The message needs to be sent
that that type of attitude/behavior will not be tolerated here.

Regarding United Way, | am grateful for the financial benefits that Enron provides to me and | was glad to be
able to glve to support the United Way. | anticipate, however, thal there might have heen some hesitancy on
the part of other Enron employses to give as a rasult of the stock's decline. So we didn't raise as much this
year or have as high of a participation rate. That's Ol Let's just say we did our best and move on. No more
lime extensions or emails!!!

@ Too many executives are leaving Enron with too much money after accomplishing too little. Bhatnagar, Rice,
Hannon - the list goes en. And EBS, while moving towards a strearnlined company, is still retaining overpaid
underperformers.

In general, however, | am proud of Enron and hope we can pull out of the slide.
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walk, We reward and promote people based on the risks they take and the money they make for Enron, but we
consistantly promote people to high levels within Enron who treat others ltke trash, Several of them are on the
management committee- Whalley, Kitchen, Koenig (& Rieker), Lavorato, Shankman. It really sends a loud and
clear signal to the rest of us. it is not that the aforementioned aren't extrernly smart, talented and great for this
company, but they aren't the "whole package”. Ken Lay has never freated any employee disrespectfully, but he
continues to promote pecople who do. | think this says somethmg to everyone about how differently this
company will be run following his departure.

{ aiso question many of our business ethics and it makes it very hard to work for this company and defend us to
others. | think we play too much in the gray areas. | don't think we are wrong in the California situation, but it
certainly makes me wonder what | don't know. | can't defend us when | know we pride ourselves on banding
the rules to meet our needs. | question Fastow and the LJM deal. 1 realize that it Is legal, but 1 think it watks an
ethical line when out CFO personally profits from an Enron deal like that. It warrants external attentfon.

I think we need to take a look at the way IR has handlied our stock price drop. 1 don't think our "logistics
company” message has worked AT ALL. None of us even understand &, so | don't know how anyone else can-
not customers, not analysts, not the media.

We really have some good guys here at Enron too- Frevert, Sherriff, Kean, McConnell, Horton... they work hard
and follow the vision and values.

| think the issue is that if we arent ALL going to follow the V&YV, then just get rid of them and quit touting them.
Be clear with what the rules are to move ahead in this company.

Louise Kitchen
Response
@ | don't think we hava really had a forum for empioyees to share their ideas with management on different topics-
like the commitiees we had at one time. Cindy Olson was always listening to what empleyees are saying and
asking people to sarve on committees to enhance change. We haven't done much of this lately.
| don’t think we really embrace the vision end values at Enron - we talk a great game, but we dor't walk the
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» ! don't think we have really had a forum for employees to share their ideas with management on different topics-
fike the committees we had at one time. Cindy Clson was always listening to what employees are saying and
asking people to serve on commiitees o enhance change. Wa haven't done much of this lately.

L don't think we really embrace the vision and values at Enron - we talk a great game, but we don't walk the
walk, We reward and promote people basad on the risks they take and the money they make for Enron, but we
consistently promete people to high levels within Enron who traat others like trash. Several of them are on the
management committee- Whalley, Kitchen, Koenig (& Rieker), Lavorato, Shankman. it really sends a loud and
clear signal to the rest of us. It is not that the aforementioned aren't extremly smart, talented and great for this
company, but they aren't the "whole package”. Ken Lay has never treated any employee disrespactiully, but he
continues to promote people who do. 1 think this says something to everyone about how differently this
company will be run following his departure.

| also question many of our business ethics and it makes It very hard to work for this company and defend us to
others. | think we play too much in the gray areas. | don't think we are wrong in the Califomia situation, but it
cerlainly makes me wonder what | don't know. | can't defend us when | know we pride ourseives on bending
the rules to meet our needs. | question Fastow and the LUM deal. | realize that it is Jagal, but I think it walks an
ethical line when out CFO personally profits from an Enron deal like that. It warrants external attention.

| think wa need to take a look at the way IR has handied our stock price drop. | don't think our "logistics
company” message has worked AT ALL. None of us even understand &, so | don't know haw afyone else can-
not customers, not analysts, not the media,

We really have some good guys here at Enron too- Frevert, Sherriff, Kean, McConnall, Horton... they work hard
and follow the vision and values.

1 think the Issue is that if we aren't ALL. going to follow the V&V, then Just get rid of them and quit touting them.
- Be clear with what the rules are to move ahead in this company.

¥ Inlight of our published "values” respect is one of the major challenges our management team should
concentrate on. While | did not select the disparity between commercial and non-commarcial as a tap §
challenge, some of our lower leval commercial managers (Director thru VP)could utilize a bit of humifity.
Those who have excelled and are excellent role models include Mark Frevert, Dave Delainey, Mike McConnell
and Janet Dietrich.
Our employee benefits implementors could use improvement, il's difficult to get the right answers at the right
time when one needs to make changes outside of cpen enroliment.

» My business unit has decided to allow anly 50 hours of FWP; why can't policies be unilateral across Enron
Corp, rather than by business unit? This was never an Issue in my 14 years in GPG.

When | have asked about the long-term sabbaticals as described In "Work Perks” | was told, it foo, would be
decided on by business unit.

This is very disappointing to me.
 feel that the Old Enron that was fun and exciting to work for; that | was proud to work for; has gone away.

| must say that { was jubilant uk)on hearing of Mr.Lay's return to CEQ. | am aiso very impressed with the
selection of Mark Frevert; an excellent choice, in my opinion.
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@ Because we'va gotten so used to change, | fear many of us have stopped caring about the “"big picture” of the

company. This causes us to lose our sense of direction. | like it when we are told about the company's plans
and strategies.

The work atmosphere in many dapartments make employees fael isolated. I'm a legal specialist {paralegal) in
EWS Legal, and even thaugh cur deparimant is fairly small, { don't know mare than half of the people In it.
Now, legal specialists wers just “un-invitad” to the EWS Legal Conference due to cost zeasons, we were told. 1
feel diminished and less important (and thus more isolated), since all legal specialists herstofore have been
included in these types of offsite meetings. .
A regrettable situation In EWS Legal is that many well-qualified and highly regarded administrative assistants,
including my own, have been "run-off* by the group'’s administrative coordinator. 1 believe that nobody speaks
up because the coordinator is Mark Haedicke's assistant, so people figure he must want things this way. As a
consequence, the (Enron) experience base of the administrative assistants is not very deep, and morals is low.
This has affected a large portion of our group because there's little "esprit de corps.”
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@ | don't think we have really had a forum for employees to share their idaas with management on diffarent topics-
ike the commiltess we had at one time. Cindy Olson was always listening to what employees are saying and
asking peaple to sarve on comrmittees to eanhance change. We haven't done much of this lately.

I don't think we really embrace the vision and values at Enron - we lalk a great game, but we don't walk the
walk. We reward and promote peaple based on the risks they take and the money they make for Enron, but we
consistently promote people to high levels within Enron who treat others like trash. Several of them are on the
managemant committee- Whailey, Kitchen, Koenig {& Rieker), Lavorato, Shankman, it really sends a loud and
clear signal to the rest of us. It is not that the aforementioned aren't exiremly smart, talentad and great for this
company, but they aren't the “whole package". Ken Lay has never treated any employse disrespectfully, but he
continues to promote paopie who do. { think this says something to everyone about how differently this
company will be run following his departure.

[ also question many of our business ethics and it makes it very hard to work for this company and defend us o
others. | think we play too much in the gray areas. | don't think we are wrong in the California situation, but it
certainly makes me wonder what 1 don't know. 1 can't defend us when | know we pride ourgelves on bending
the rules to meet our needs. | question Fastow and the LUM deal. | realize that It is legal, ut | think it waiks an
ethical line when out CFO personally profits from an Enron deal like that. it warrants external attention,

1 think we need to take a look at the way IR has handlad our stock price drop. | don't think our "logistics
company” message has worked AT ALL. None of us even understand It, so | don't know how anyone else can-
nat customars, not analysts, not the media.

We really have some good guys here at Enron too- Frevert, Sherriff, Kean, McConnell, Horton... they wark hard
and foliow the vision and values.

{ think the Issue is that if we aren't ALL going {o follow the V&V, then just get rid of them and quit touting them.
Be clear with what the rules are to move ahead in this company.

@ The hardest thing for me abaut working for EBS was the ability to respect that Enron is a Fortune 100 company,
when | saw so much money being wasted on a daily basis. EBS did not set the standard correctly when they
started hiring people and tha resuit was a lot of averpald, underqualified people doing nothing but spending
Enron's money on travel, focd and entertainment. | have never been at a company whos spending was so out
of control. The cther thing that really bothared me was the lack of respect other Enron entities gave to EBS. |
was in charge of making sure Enran's Analyst Conference was wabgast and was told on that day, when we
were having network difficulties, that there were people at Enron that hoped EBS would fail. Even if that is the
case, | don't think it was appropriate to be told to me. On that same day when we were having network issues, |
told Ken Rice and Kevin Hannon that Mark Koenig had been very upset at about 5 am and that | just wanted to
let them know what happened so they would be prepared. The response | recelved from Mr. Rice was, | don't
care about the Analyst Conference, 1 just want the CNN test to work fater today. Again, | don't believe thet
anything like that should ever come out of a CEO's mouth, but then agein it is tha same CEO who drank foo
much at the Portland Christmas party and told me | was beautiful. These incidents reflect very negatively on
me, even though | did enjoy what ! did and my co-workers. | am just shocked that these type of things aren't
better controlled,

-
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Mike McConnell

Response

# Inlight of our published “values" respect is one of the major challonges our management team should
concentrate on. Whils | did not select the disparity between commercial and non-commercial as a top 5
challenge, some of our lower level commercial managers (Director thru VP)could utilize a bit of humility.
Those who have excelled and are excellent role models include Mark Frevert, Dave Delainay, Mike McConnell
and Janet Dietrich,

Our employee benefits implementors could use improvement, it's difficult to get the right answers at the right
time when one needs to make changes outside of open enrollment.

& 1 don't think we have really had a forum for employees to share their ideas with management on different topics-
lka the committees we had at one time. Cindy Olson was always listening to what employees are saying and
asking people to serve on committees to enhance change. We haven't done much of this lately.

1 don't think we really embrace the vision and values at Enron - we talk a great game, but we don't walk the
walk. We reward and promote people based on the risks they take and the money they make for Enfon, but we
consistently promote people to high levels within Enron who treat others like trash. Saveral of them are on the
management committee- Whatley, Kitchen, Koenig (& Rieker), Lavorato, Shankman. it really sends a loud and
clear signal to the rest of us, It is not that the aforamentionad aren't extremly smart, talented and great for this
company, but they aren't the "whole package”. Ken Lay has never treated any employee disraspectfully, but he
continues to promote people who do. | think this says something ta evaryone about how differently this
company will be run following his departure.

| also question many of our business ethics and it makes It very hard to work for this company and defend us to
others. | think we play too much in the gray areas. | don't think we are wrong in the Cafifornia situation, but it
certainly makes me wonder what | don't know. | can't defend us when | know we pride ourselves on bending
the rules to meet our needs. | question Fastow and the LJM deat. | realize that it is legal, but i think it walks an
ethical line when out CFO personally profits from an Enron deal fike that. it wasrants exiernal attention.

{ think we need to take a look at the way IR has handled our stock price drop. | don't think our "logistics
company" message has worked AT ALL. None of us even understand it, so | don't know how anyone else can-
not customers, not analysts, not the media.

Wa really have some good guys here at Enron too- Frevert, Sheriff, Kean, McConnell, Horton... they work hard
and follow the vision and values.

I think the issue is that if we aren't ALL going to follow the V&V, then just get id of them and quit touting them.
Be clear with what the rules are to move ahead in this company.
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ick Causey}

ponse

1) | hape this Is really anonymous. Wae are having huge problems with ibuyit payables or Ipayit as it is called
today. These problems are not user efrors as Rick Causey said they were. We have met many times with the
ipayit chain of command and have shawed them huge errors, This system has taken a process that my
assistant used to spend two to thres hours a week daing into a systam that takes twenty or more hours if we do
it right. What | mean by doing it right is checking our invoices before we code and approve one to make sure it
has not already been paid. The system Is very slow to use just to pull up the invoice to view it can take between
15 and 45 seconds, when you hava 60 or 70 invoices a week this alone adds an hours time to everyone that
has to touch this many invaices,

2) Global Strategic Sourcing Is a good idea but they have way too many people and too much time on their
hands, they are all working hard to Justify their existence (we all should) but they are playing a numbers game
with the savings they claim. Two examples of this are:

#1 They negotiate a deal with a vendor this year and it saves us 1 million dollars, the next year we double our
business with that company. They have donre nothing on the contract but this year they claim another 2 million
in savings based on what they did last year. Could they rest of us base our performance on what we did last
year?

#2 They meet with a business unit to negotiate a price on a product we need. They ask for information on the
deal, We give them budgat numbers, let's say 1 million dallars, we give them retail price and our present Enron
discount price. They come in and negotiate a price 2% below our present Enron price which is great, but when
they want you to sign thelr deal sheet at the end they will try to claim the saving from the retail numbers or even <
the budget number. They should be claiming the delta between the present Enron price and the final

negotiated prica. This is the real value they have added, not some inflated number.
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Stan Horton

Response

@ Some people in senior management positions may be good at the deal, but have tittle leadership ability (a.g.,

Jim Falioh, Greg Whalley, Kevin Hannon) while the true leaders go unnoticed (e.g.. Stan Horton, Rob Walls,
Mary Joyce).

@ Now let me tell you the major issue | have. Stan Horton In the process of saving dollars is allowing Phil Lowery
10 run our pipline company to ruin. We are not allowed a budget that enables us to properly run this pipeline.
We ask for O&M monies to paint and treat corroded engines and pipe. Is it thera? NO! They say, "take it out of
your existing G&M budget which is already so flat that it won't meet our day to day operational requirements.
We ask for monies to mow our right of way so that we do not have 40 foot trees growing over aur pipe. Do they
give us tha money? No again! “Take it aut of your existing O&M budgaet” they say, knowing It hardly will support
our failing farty year old equipment. The real sad part of this story is that paople like Phil Lowery make promises
to turn back 33 million to Stan so that he (Phil) looks good and prospars; you know personal gain withaut regard
to others. Well we would like our operations to look good too and were not expecting great big personat
bonuses in return. We just want a safe place to work, one that looks good, and somathing we can be proud of
and tell others good things about. Oh, one more thing. Relieving the stress of trying to manage a billion dollar
aparation an a hundred dallar budget would help feelings around here. This is my opinion and | know that those
in control will only say that | don't have all the facts. Well this Is true, but this one fact | do know, we better gat
more monles to operate this pipe or we are in for hard times. Thank You for your time Mr. Lay and may we all
genuinely make this a better place to live and work. Fram a concerned Florida Gas Transmission Company
employee.

PS. My intantions were not to do harm to Mr.Horton or Mr. Lowery because | do realize they don't have all the
facts either.

@ | don't think we have really had a forum for employees to share their ideas with management on different topics-
like the committees we had at one time. Cindy Olson was always listening to what employees are saying and
asking people to serve on commitlees to enhance change. We haven't done much of this tately.

} don't think we really embrace the vision and values at Enron - we talk a great game, but we don’t walk the
walk. We reward and promote people based on the risks they take and the money they make for Enron, but we
consistently promote people to high levels within Enron who treat others like trash. Several of them are on the
management committee- Whalley, Kitchen, Koenig (& Rieker), Lavorato, Shankman. [t really sends a loud and
clear signal fo the rest of us. [t is not that the aforementioned aren't extremly smart, talented and great for this
company, but they aren't the "whole package”. Ken Lay has never treated any employee disrespecitfully, but he
continues to promote peaple who do. 1 think this says something to everyone about how differently this
company will be run following his departure.

| also question many of our business ethics and it makes it very hard to work for this company and defend us to
others. | think we play too much in the gray areas. | don't think we are wrong in the California situation, but it
certainly makes me wonder what | don't know. | can't defend us when | know we pride ourseives on bending
the rules to meet our needs. | question Fastow and the LJM deal. ! realize that it is legal, but ! think it walks an
ethical line when out CFO personally profits from an Enron deal like that. it warrants external attention.

| think we need to lake a look at the way IR has handled our stock price drop. { don't think our "lagistics
company" message has worked AT ALL. None of us even understand It, so | don't know how anyone else can-
not customers, not analysts, not the media.

We really have some good guys here at Enron too- Frevert, Sherriff, Kean, McConnell, Horton... they work hard
and follow the vislon and values.

I think the issue is that if we aren't ALL going to fcllow the V&V, then just get rid of them and quit touting them.
Be clear with what tha rules are to move ahead in this company.

& Upper management needs to publicly recognize those employees who have done something significant for the
company. Maybe quarterly, recognize 1 or 2 individuals from the various companles who have gone above and
beyond to either reduce costs, help a customer, or make Enran money. If Stan Horton called me and said, hey,
 like yaur praject, keep up the good wark, I'd probably fall off my chair.
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 Stan Horton

Response

T an, Sty . —
- e N e e

@ This may sound crazy but when [ heard that Kan Lay was leaving | was so sad it was like losing a Father, after
asking around and falking with others they feit the same way. During our all employee mesting as | sit there
observing alt the tears that came to peoples eyes when Mr. Lay announced he was back!!!

| do want to thank the redeployment team effort and | thank God and the paople | mentioned above but if it
wasn't for Stan Horton and H.R. | may not be here today. | think there could be some improvements to
{ redeployment.

& | belisve the singla greatest challange faced by Enron today is in operating profitable businesses. We have an
outstanding team of originators who are highly incented to create and seli our ideas. However, we hevea
grest deal of difficulty in profitably delivering on those ideas. The ideas are axcellent, the opportunities 1o profit
from them are outstanding, the execution has been less than stellar. Exampies inchide Enron Energy Services,
Azurix, and Broadband. There have been great rewards for those creating the ideas and initiating these
businesses and those same individuals, in some cases, have been given the opportunity to run the business
they created. Unfortunately, the skills necessary to create and sell the dea are very different from those
necessary to manage and grow an operaling business. 1 strangly believe in the Enron appraach to creating
new and innovative businesses, to driving greater efficiencies into markets and to monelizing businesses and
assets when doing so provides the greatest value to Enron. At the same time | balieve that greater value could
be realized from those assets if they were better managed. The rewards at Enron are greater in origination
than in managing an operation. Perhaps a greater balance could be struck between rewarding origination and
operations. There may be value in creating a strong team of general managers who demonstrate skill in
delivering value to the enterprise through the management and growth of new businesses. Stan Horion stands
out in my mind as an example of an Enron business leader who has demonstrated the ability to manage
operations with excellence. While we have the bast traders and originators in business today, the skills of
thase individuals do not necessarily translate into great general management skill needed fa grow a new
business. | appreciate the opportunity to provide my thoughts. { belleve Enfon has the opportunity to
capitalize on our strengths, fo improve on our weaknesses and lo restore Investor confidence as we work
through this time of change. Thanks for your leadership. :

@ 1. Enron needs to lower the cost of doing business. EES and International, in particular, have been notorious
in the past for unchecked spending. One immediate way to save Enron several million dollars per year of
expense would be to put the operations of the EBS fiber lines under Stan Horton. Another uggestion would
be to banchmark Managing Directors against their counterparts to determine if the MD's are focused on cost
effective management and then include the results in the PRC process. 2. Originators in EWS should not be
leading projects to build jurisdictional facilties, Originators typically do not understand jurisdictional processes
and ara unwilling to work within the parametars to make a project successful. After giving Enron a bad
reputation with the general public, regualtors or special interast groups, an originator can move on to another
deal, however for the rest of the organization who manage those relationships on an ongoing basis, the job has
been made much more difficult and Enron assets and fulure development opportunities have bean put In
jeopardy because Enron has fallen out of favor or raceived a black mark on its record.
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Steve Kean

Response

& There needs to be a better work/life balance. For example, | want fo go on vacation and not feel compelled to
check voicemail, email or take my cell phone. The downside about this job is that R Is all-consuming — { work
nights, waekends, vacations. There is never an Enron-free break. This is a surefire recipe for bumnout -- and
resentment.

I do not have complete confidence in uppar management -- | truly believe that Jeff Skilling's resignation left us
with an encrmous void — we do not have a strong "second string" management team, with the exception of
Steve Kean. itwould help extemnally if Ken Lay made a commitment to stay for a set period of fime ~ L.e. he will
remain as chairman and CEO for at least two or three years. At this polnt, i Ken lef, | would leave, and our
stock would plummet. .

| am concerned with our ethics and integrity. While { believe that we are atways within the bounds of the law, 1-
think we straddle the line consistently. An example of this is LUM -- while there may not be anything lllegal, the
appearance that our CFQ personally profitted — and that the board had knowledge of the situation — could send
our stock Into a tallspin. The “Lavo" situation in Canada Is another example whare we were within the bounds
of tha law, but had the appearance of impropriely. Analysts and shareholders do not {rust Enron to provide the
*straight story." ¢ do not have confidence in our investor relations team.

| am also concerned that credit is not given to good managers, They are not held accountable for providing
feedback, and their ranagement abllitles are not {aken into account in tha PRC. The only emphasis is on
results — not on interpersonal or management skilis,

~

The stock price is the single most important issue. Morale s low because the stock price is so low.

& | don't think we have really had a forum for emplayees to share their Ideas with management on different topics-
like the committees we had at one time. Cindy Olson was always listening to what employees are saying and
asking people fo sarve on commitiees tq enhance change. We haven't done much of this tately.

| don't think we really embrace the vision and values at Enron - we talk a great game, but we don't walk the
walk. We reward and promote people based on the risks they take and the money they make for Enron, but we
consistently promote people to high levels within Enron wha treat others like trash. Several of them are on the
management committee- Whalley, Kitchen, Koenig (& Rieker), Lavorato, Shankman. I really sends a loud and
clear signal to the rest of us. It is not that the aforementioned aren't extremly smart, talented and great for this
company, but they aren't the "whole package”, Ken Lay-has never treated any employee disrespactiully, but he
continues o promote people who do. 1 think this says something to everyone about how differently this
company will be run foliowing his departure. "

| also question many of our business ethics and it makes it very hard to work for this company and defend us to
others. | think wa play too much In the gray areas. | don't think we are wrong In the California situation, but it
certainly makes me wonder what | don't know. | can't defend us when | know we prida ourselves on banding
the rules to meet our needs. | question Fastow and the LIM deal. | realize that it is legal, but | think it walks an
ethical line when out CFO personally profits from an Enrton deat fike thal. it warrants externat attention.

I think we need to take a look at the way IR has handled aur stock price drop. | don't think our “logistics
company" message has worked AT ALL. None of us even understand i, so | don't know how anyone alse can-
not customers, not analysts, not the media.

We really have some Jood guys here at Enron too- Frevert, Sherriff, Kean, McConneil, Horton... they work hard
and follow the vision and values. -

i 1 think the Issuae is that if we aren't ALL going to follow the V&Y, then just get 1id of themn and quit touting them.
Be clear with what the rules are to move ahead in this company.
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