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HUMAN RESOURCES COMMITTEE MEETING 

March 7, 2013 
 

Dallas Ft. Worth Airport Hyatt 

Dallas, Texas 
 

 
• Summary of Action Items • 

 
1. None. 

 
• Summary of Follow-Up Items • 

 

2. SPP staff will meet with Mercer to develop next steps in the survey process and parameters for a 
custom survey of SPP members. 
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HUMAN RESOURCES COMMITTEE MEETING 

March 7, 2013 

Dallas Ft. Worth Airport Hyatt 
Dallas, Texas 

 
•  M I N U T E S  •  

 
Agenda Item 1 – Call to Order 
Phyllis Bernard called the meeting to order at 1:05 pm, CST, on March 7, 2013. The following members 
were in attendance: 
 Ms. Phyllis Bernard, Chair  Director 

Mr. Julian Brix    Director 
Ms. Lori Dunn    Calpine Corporation 
Mr. Mike Palmer   Empire District Electric Company 
Mr. Noman Williams   Sunflower Electric Power Corporation 

 
Southwest Power Pool staff in attendance:   

Ms. Malinda See 
  
The following guests were in attendance: 
 Ms. Deb Bilak    Partner, Mercer 
 Ms. Julie Peak    Senior Associate, Mercer 
 
Agenda Item 2 – Approval of Minutes  
Approval of the February 19, 2013 teleconference meeting minutes was deferred until the April 23, 2013 
meeting. 
 
Agenda Item 3 – Introductions – Mercer and SPP 
Malinda See introduced Deb Bilak and Julie Peak with Mercer.  Deb and Julie provided their background 
with compensation consulting and with Mercer.   Committee members introduced themselves and led a 
discussion on the history of SPP and the compensation philosophy.  SPP strives to hire career 
employees that will fit with the organizations culture.  Compensation must support providing cost-effective 
services to members and customers.  Communication and strong relationships between employees, the 
HRC and SPP members is critical to the success of a compensation program.  SPP utilizes the following 
elements of compensation to attract and retain the right employees:  a dual retirement plan, competitive 
salaries and incentive plans, training, and affordable benefits. 
 
The committee and Mercer agreed that during the survey process Mercer will keep members in mind as 
peer groups are developed and perform validity checks for core positions across industries.  The 
committee noted that benchmarking and identifying the proper peer groups for staff and executive 
positions in the survey is crucial.  Proper peer group identification will provide validity and consensus 
among the HRC and SPP membership. 
  
The committee and Mercer agreed to conduct a custom survey of key positions among the SPP 
membership.  Mercer will work with SPP staff to identify positions to be included in this custom survey.  
SPP staff will provide Mercer with member contact information.  Mercer will review the entire SPP benefit 
package in comparison to SPP members, the general industry and identified peers.  The committee 
expressed a goal to establish a compensation foundation that can be built on and enhanced in the future.  
The committee indicated they are flexible in the delivery date for the final survey report in order to conduct 
proper due diligence.  A goal was established to review the final Mercer report at the HRC July 23 and 24, 
2013 meeting.  SPP staff will meet with Mercer to develop next steps in the survey process and 
parameters for a custom survey of SPP members.  Mercer will visit the SPP corporate campus to meet 
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with SPP HR and management staff to determine key job roles and member contacts for the custom 
survey and observe the SPP corporate culture.  The committee will receive an update on survey progress 
at the April 23, 2013 meeting. 
 
Agenda Item 5 – Other Items 
None 
 
Agenda Item 6 – Future Meetings 
The committee reviewed future meetings for 2013.  Future meeting dates include: 

 
April 23, 2013 (Tuesday) 
Chicago O’Hare Hilton 
Time:  10:00 am – 3:00 pm 
Agenda Items: 

• Review 2012 Performance Compensation Process/payout 
• Review HRC Scope 
• Review 2013 Compensation Survey Activities 

 
July 23 & 24, 2013 (Tuesday & Wednesday) 
HRC Planning Retreat  
Little Rock, Arkansas 

• Review SPP HR programs 
• Review SPP Benefit plans 
• Review of 2013 Compensation Survey 
• Recommend 2014 SPP Compensation Pool funding 
• Approve 2014 Meeting schedule and agendas 
• Investment Management Meeting – 401(k) 

o Review Investment Policy Statement 401(k) 
o Review/evaluate investment manager performance 

 
October 8, 2013 (Tuesday)  
Chicago O’Hare 

• Review SPP Fraud Prevention Report 
• Annual review of committee activities 

 
Agenda Item 7 - Adjourn 
Phyllis Bernard adjourned the meeting at 4:25 pm on Thursday, March 7, 2013. 
 
 
 
 
Respectfully Submitted, 
 
 
 
 
 
 
 
Malinda See 
Secretary 



 

Southwest Power Pool, Inc. 
HUMAN RESOURCES COMMITTEE MEETING 

March 7, 2013 
Dallas Ft. Worth Airport Hyatt 

Dallas, Texas 
 

•  A G E N D A  •  
1:00 pm – 5:00 pm (Central Standard Time) 

 
1. Call to order ...................................................................................................................... Phyllis Bernard 

2. Approval of Minutes .......................................................................................................... Phyllis Bernard 

3. Introductions – Mercer and SPP  .......................................................................................... Malinda See 

Discussion on SPP compensation philosophy, peer group selection and targets for 2013 compensation survey with Deb Bilak 

and Julie Peak 

4. Other Items ........................................................................................................................................... All 

5. Future Meetings .................................................................................................................................... All 

6. Adjourn ............................................................................................................................. Phyllis Bernard 

 

Relationship-Based  •  Member-Driven  •  Independence Through Diversity 

Evolutionary vs. Revolutionary  •  Reliability & Economics Inseparable 



Southwest Power Pool 

HUMAN RESOURCES COMMITTEE MEETING 

February 19, 2013 
 

Teleconference 

 
 

• Summary of Action Items • 
 

1. Approved minutes of the January 22, 2013 meeting with an amendment. 

2. Selected Mercer as the vendor for the 2013 compensation survey. 

 
• Summary of Follow-Up Items • 

 

3. The Committee requested staff schedule an in-person meeting with Mercer for Thursday, March 
7, 2013. 

4. The Committee will provide input to staff on appropriate peer groups for the compensation survey 
by Friday, March 1, 2013. 

5. SPP staff will provide additional information on healthcare reform, in particular a provision that 
taxes employers in 2018 if they offer “too rich” a medical plan, at a future meeting. 
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HUMAN RESOURCES COMMITTEE MEETING 

February 19, 2013 

Teleconference 
 

•  M I N U T E S  •  
 

Agenda Item 1 – Call to Order 
Phyllis Bernard called the meeting to order at 8:37 am, CST, on February 19, 2013. The following 
members were in attendance: 
 Ms. Phyllis Bernard, Chair  Director 

Mr. Julian Brix    Director 
Ms. Lori Dunn    Calpine Corporation 
Mr. Mike Palmer   Empire District Electric Company 
Mr. Noman Williams   Sunflower Electric Power Corporation 

 
Southwest Power Pool staff in attendance:   
 Mr. Nick Brown 

Ms. Malinda See 
  
Agenda Item 2 – Approval of Minutes  
The minutes of the January 22, 2013 meeting were reviewed.  The minutes were amended to state the 
correct meeting month of the summer meeting as “July” on page five.  Noman Williams moved that the 
minutes be approved as amended.  The motion was seconded by Mike Palmer and approved via 
unanimous voice vote. 
 
Agenda Item 3 – Historical Review of Previous Compensation Vendors 
Malinda See presented an overview of previous vendor selections for the compensation survey.  SPP has 
selected Hewitt, Towers Perrin, Hay Group and Towers Watson over the past 12 years.  Historically, SPP 
has implemented a new salary structure for the organization as a result of the compensation survey.  In 
addition, some individual positions received salary adjustments if their compensation was out of the 
market range as determined by the survey.  The committee discussed the implications of market 
adjustments, and tools SPP has in place to accommodate recommended market adjustments (up or 
down) for positions.  The committee agreed they are looking for a vendor that will bring creativity, 
flexibility and an understanding of the SPP culture in their approach to the compensation survey. 
  
Agenda Item 4 – Evaluation of Vendor Proposals 
Malinda See presented the SPP staff evaluation of vendor bid submittals.  SPP Purchasing Manager 
Jason Gross created an overview of all vendor bid submittals via weighted evaluation criteria as part of 
the vendor selection process.  This evaluation was discussed by the committee.  Mercer was the top 
rated vendor from the process.  Mercer provided a thorough submittal that indicated their knowledge of 
SPP and the industry.  Committee member Lori Dunn commented that she had previous experience 
working with Mercer that was very positive.  Mercer was able to provide appropriate comparable peer 
groups and was flexible in their approach.  The committee agreed they are looking to forge a relationship 
with the selected vendor as a partner.  After group discussion of all bids, Julian Brix moved that the 
committee award the contract to Mercer.  The motion was seconded by Lori Dunn and approved via 
unanimous voice vote.  

The committee discussed next steps in the compensation survey process.  Selecting appropriate peer 
groups for the survey was identified as a critical next step.  As part of this vital step, SPP staff will 
examine the applicant pool locations from which SPP has successfully recruited employees.  Staff will 
look at employee previous employer data to identify trends.  In addition, staff will identify companies SPP 
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is competing with for graduates joining directly from a college or university.  The committee agreed to 
provide staff with suggested peer group information by Friday, March 1, 2013.   

The committee agreed that another step vital in the success of the compensation survey process would 
be an in-person meeting with the selected vendor.  SPP staff will schedule a committee meeting on 
Thursday, March 7, 2013 at the DFW Hyatt to meet with Mercer personnel conducting the survey.  At this 
meeting, appropriate peer groups will be identified.  The committee will also discuss the importance of 
flexibility, creativity and an understanding of the SPP culture in conducting the survey.  The committee 
tasked Malinda See to visit with Mercer prior to the meeting to emphasize the agreed upon approach. 

 
Agenda Item 5 – Other Items 
Phyllis would like to extend a special thank you to SPP HR staff member Pat Forgy who walked to work 
during the snow storm on December 26, 2012 to ensure payroll was completed on time.   
 
Mike Palmer brought to the attention of the committee a provision in the healthcare reform act that will tax 
employers in 2018 if the employer offers “too rich” a medical insurance plan.  Mike requested additional 
information and discussion on this issue at a future committee meeting. 
 
Agenda Item 6 – Future Meetings 
The committee reviewed future meetings for 2013.  Future meeting dates include: 

 
March 7, 2013 (Thursday) 
Dallas, TX – DFW Hyatt 
Time: 1:00 pm – 5:00 pm (CST) 
Agenda Items: 

• In-person meeting with Mercer to outline survey expectations 
 

April 23, 2013 (Tuesday) 
Chicago O’Hare 
Agenda Items: 

• Review 2012 Performance Compensation Process/payout 
• Review HRC Scope 
• Review 2013 Compensation Survey Activities 

 
July 23 & 24, 2013 (Tuesday & Wednesday) 
HRC Planning Retreat  
Little Rock, Arkansas 

• Review SPP HR programs 
• Review SPP Benefit plans 
• Review of 2013 Compensation Survey 
• Recommend 2014 SPP Compensation Pool funding 
• Approve 2014 Meeting schedule and agendas 
• Investment Management Meeting – 401(k) 

o Review Investment Policy Statement 401(k) 
o Review/evaluate investment manager performance 

 
October 8, 2013 (Tuesday)  
Chicago O’Hare 

• Review SPP Fraud Prevention Report 
• Annual review of committee activities 
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Agenda Item 7 - Adjourn 
Phyllis Bernard adjourned the meeting at 9:45 am on Tuesday, February 19, 2013. 
 
 
 
 
Respectfully Submitted, 
 
 
 
 
 
 
 
Malinda See 
Secretary 
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Project Kick-off Discussion Guide
March 7, 2013

Deb Bilak, Partner – Boston
Julie Peak, Senior Associate – San Francisco



MERCER 1March 18, 2013

Contents

• Introduction

• Project Objectives

• Purpose of Today’s Discussion

• Proposed Approach
– Overview
– Details

• Defining the Market 
– SPP’s Compensation Philosophy
– Proxy Statements – For-profit Peers
– IRS Form 990 – Tax-exempt Peers
– Published Survey Data



MERCER 2March 18, 2013

Introduction

• Southwest Power Pool, Inc. (SPP), a Regional Transmission Organization, is mandated by the FERC to 
ensure reliable supplies of power, adequate transmission infrastructure, and competitive wholesale prices of 
electricity.  With members in nine states, SPP oversees compliance enforcement and reliability standards 
development 

• Mercer US (Mercer) is excited to partner with you to perform a competitive market assessment of the 
compensation and benefits programs provided to SPP’s executive and staff positions

• Our recommendations will be informed by your insight, our experience with organizations similar to SPP, 
awareness of the issues and challenges you face, as well as our familiarity with the types of jobs at an ISO

• The purpose of our discussion today is: 
– Introductions
– Review projected objectives, approach, and timing
– Discuss your current programs and concerns
– Discuss your competitive market and data sources
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Project Objectives

• Define the market for both executive and staff positions

• Assess the competitive positioning of the total compensation (base salary and annual and long-term 
incentives, where applicable) against the defined market for up to 245 jobs (580 individuals)*

• Assess the competitive positioning of your benefits package, including retirement, (for executives and staff) 
against industry and regional market prevalence and practice

• Review SPP’s current salary structure and provide SPP with recommendations to modify or adjust your 
current salary structure, if applicable

• Provide SPP with any recommendations to strengthen and/or refine your current compensation and/or 
benefit programs

*Note: Final number of positions is still pending
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Proposed Approach – Overview
Mercer’s process for assessing competitive compensation levels and benefits 
practices is as follows:

• Collect data on staff and 
executive positions

• Conduct in-person meeting 
with the Committee (today)

• Conduct in-person meeting 
with HR and/or members of 
leadership to gain insight 
on specifics about job 
duties and responsibilities 
of roles at SPP 

• Develop position matching 
strategy 

• Review matches with SPP

• Understand SPP’s current 
compensation philosophy

• With input from the 
Committee, HR, and 
management, define 
competitive labor market, 
which may include:

– ISO/RTOS
– Utilities
– Reliability Organizations
– Southern companies
– Not-for-profits 
– Member organizations
– General industry

• Gather source materials: published 
surveys, Form 990s, and Proxy 
Statements, as applicable

• Collect compensation data from 
data sources, including:  

– Base salary
– Short term incentives, where 

applicable
– Total cash compensation (TCC, 

base salary plus annual 
incentives)

– Total direct compensation (TDC, 
TCC plus long-term incentives)

• Compare SPP’s base salary, total 
cash compensation, and total direct 
compensation to market data

• Compare SPP’s salary structure to 
market

• Collect benefit prevalence data from 
source materials and provide a 
comparison to SPP’s benefit 
programs and practices

• Draft preliminary report that 
summarizes our methodology and 
findings   

– The preliminary report will also 
include recommendations 
based on our findings and 
understanding of SPP, 
including any proposed 
refinements to your salary 
structure or programs

• Vet numbers with HR and 
management, as designated

• Finalize report and present to the 
Committee

Data 
collection

Understa
nd 

philosop
hy and 
define 
SPP’s  

competiti
ve labor 
market 

Conduct 
researc
h  and 

determi
ne 

competi
tive pay  

and 
benefits 
levels

Summari
ze 

findings 
and 

develop 
recomme
ndations
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Proposed Approach – Details 

Phase Activities Proposed Time

Phase 1 –

Project Planning, 
Internal Fact 
Finding and 
Interviews

• Collect and review all information needed to complete the study

• Gain understanding of SPP’s compensation philosophy, labor markets, and programs
– Conduct an in-person meeting with the Committee to discuss any questions or concerns 

and gain input on SPP’s competitive market (today)
– Conduct an in-person meeting with SPP (to be scheduled):

- Meet with the project team to discuss your current programs and concerns, and to 
confirm the data that we recommend to use for benchmarking

- Meet with SPP’s senior leaders to gain their insight and concerns about their direct 
reports

March 4 – 15

2 Weeks 

(In-progress)

Phase 2 –

Competitive 
Compensation and 
Salary Structure 
Assessment

• Develop position matching approach for up to 245 roles.  Note, final number of positions to 
be included in our study is pending

• Confirm market matches (1-2 telephonic conference calls or 1 in-person meeting) 

• Gather competitive market data and compare SPP’s positions to the market total 
compensation data gathered and assess any gap to your targeted compensation 
philosophy 
– Base salary
– Short term incentives, where applicable
– Total cash compensation (TCC, base salary plus annual incentives)
– Total direct compensation (TDC, TCC plus long-term incentives)

• Review SPP’s current salary structure and identify adjustments and revisions to the 
current approach, including cost impact (if necessary)

• Slot all positions into the revised structure

• Incorporate findings and recommendations into final report

March 11 – April 5

4-6 Weeks
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Proposed Approach – Details, continued

Phase Activities Estimated Time

Phase 3 –

Benefits 
Assessment

• Review SPP’s current benefits and retirement programs

• Gather competitive market data and assess the competitiveness of current benefit programs 
against market for each of the following categories:

– Time Loss:  Includes vacation, holiday, personal leave, PTO banks, sick leave, and short-
and long-term disability plans

– Retirement/Savings:  Includes qualified defined benefit and defined contribution plans as 
well as supplemental retirement plans 

– Health/Group:  Includes medical, dental, life insurance, flexible spending accounts, and 
post-retirement medical plans

• Assess the plan design and level of benefit against industry and/or regional groupings, if 
desired

• Identify what may be missing and/or what should be considered to make your programs 
better meet your desired level of competitiveness; incorporate findings and 
recommendations into final report

March 11 – April 5

4-6 Weeks

Phase 4 –

Prepare Report 
and Present 
Findings

• Mercer will prepare a comprehensive report (one preliminary and one final) that outlines the 
methodology, findings, and recommendations.  This report will contain the following:

– Executive Summary of Findings 
– Detailed Total Cash Compensation Review Findings – we will assess the relative 

market competitiveness of SPP positions included in our assessment of the designated 
market target 

– Detailed Salary Structure Review – we will summarize any recommended 
modifications, the potential cost impact to SPP, and position slotting 

– Detailed Benefits Review and Findings – comparison of benefit and retirement plan 
design and practices against the benchmark data

– Observations and Directional Recommendations 

Preliminary 
Report:  April 26

Final Report: April 
26 – May 24

Final Deadline 
Remains 

Unchanged
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Proposed Approach – Timing

• The table below details our proposed timing for the competitiveness assessment of SPP’s compensation 
and benefits programs

• Our RFP response detailed that the preliminary report would be presented by April 5.  Due to a delayed start 
to our project, we have pushed this until April 26th

• Our final report, however, will be presented as originally desired, by May 24th



Defining SPP’s Competitive Market
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SPP’s Compensation Philosophy (July 2008)

• The SPP compensation plan is continuously evolving to support SPP’s strategic plan, culture, and ideology.  The organization’s core ideology is do 
the right thing for the right reason in the right way.  Hiring and appropriately compensating the “right” people is a critical component of SPP’s 
business model.  Compensation must support providing cost-effective services to members and customers, and retaining and attracting new 
membership.  

• The goal of the SPP compensation philosophy is to establish a comprehensive package to attract and retain employees who fit with the 
organization’s culture.  This is accomplished by establishing compensation elements that competitively target specific individuals.  Compensation 
elements are developed using industry standard practices and strategic corporate research.  The compensation package must also be financially 
accountable to members and the Board of Directors. 

• SPP’s compensation plan is designed to attract employees with the following capabilities and character traits:  
– Career employees
– Humble, motivated, and smart
– Well rounded
– Right skills, right attitude
– Loyal, engaged, team players
– Sense of ownership in the organization

• Communication between employees, the HRC, and the SPP Board of Directors is critical to the success of the compensation program. SPP 
management spends considerable time meeting with employees about corporate strategies and linking employee performance to SPP’s mission, 
culture, and strategic plan. 

• SPP utilizes the following elements of compensation to attract and retain the right employees.
– Dual retirement plan: SPP strives to maintain strong, positive relationships with members and customers.  Maintaining long-term relationships with members 

is dependent on having similar long-term relationships with employees.  An important aspect of this relationship is a commitment to providing financial security 
after retirement.  SPP’s compensation strategy includes dual retirement programs for employees.
Employees are eligible to participate in both a defined-contribution retirement program and a defined-benefit retirement program.  The defined-contribution 
program includes a generous matching provision in which participant contributions are matched by SPP at specified levels.  The match provides participants 
with an even larger financial base for retirement.  Additionally, SPP maintains a defined-benefit pension plan which provides participants with a guaranteed 
income annuity upon retirement.  The value of these plans increases significantly the longer the employee works for SPP.  

– Competitive salaries, incentive program, and training: SPP offers competitive base pay and a performance-based incentive plan.  The company also provides 
access to internal and external training opportunities, including career-specific certificate and professional programs, and a tuition reimbursement program.   

– Affordable health benefits: Employees are eligible for health and welfare benefits on their hire date.  Medical and dental plans are nationwide plans that
support employees and their families outside the Little Rock area.  Vacation and short-term disability plans increase the longer an employee works for SPP. 
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Defining Your Market

• Given SPP’s unique nature as an organization, and the fact that employees are recruited from organizations 
such as ISOs, electric utility organizations, and general industry, we will likely rely on a combination of data 
sources, as well as our consulting experience with similar organizations, to define the comparable market 
for positions and test the competitiveness of total compensation and benefits

Published 
Surveys*

Consulting 
Experience

IRS Forms 990

Competitive 
Market 
Sources

Proxy 
Statements

*For executives, Mercer custom ISO survey is available for use
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Defining Your Market 
Proxy Statements – For-Profit Peers (Executives Only)

• Proxy statements are examined by Mercer to assess the 
executive pay levels and practices of for-profit (public) 
companies
– The proxy statement publishes data for the top 5 

named executive officers and trustees/directors
– Proxy data is not applicable for staff positions

• To assess for-profit companies, we would develop a 
group of comparators similar to SPP using a number of 
factors, including, but not limited to:  company size, 
industry, business performance, geography, and FTE

• Mercer’s standard peer group development approach 
uses multiple perspectives to develop a defensible, fact-
based group of companies to support compensation 
decision-making
– Step I – Identify companies that operate/compete in 

similar markets
– Step II – Identify companies of a similar size (.5x to 

2x SPP)
– If Step I and II identify insufficient potential peers, 

we would then expand the definition of competitor 
markets and/or comparable size, for example

• A peer group is typically between 10-15 companies

All US publicly traded similar-sized 
companies 

(0.5x to 2x SPP’s revenue or assets size)

10-15 Peers

1

Industry companies - TBD
2

Review business 
models for 

comparable focus

3
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Defining Your Market 
IRS Form 990s – Tax-Exempt Peers (Executives Only)
• The IRS Form 990 is an annual reporting return that certain federally tax-exempt organizations must file with 

the IRS.  It provides information on the filing organization's mission, executive compensation program, and 
finances

• Mercer examines Form 990s to assess the executive pay levels of not-for-profit (tax-exempt) organizations; 
program descriptions and practices are not reported on the Form 990
– The Form 990 publishes compensation data for the top executive officers and trustees/directors; we 

typically examine compensation levels for the top 3-5 executives, where applicable
– Form 990 data is not applicable for staff positions

• To develop a group of tax-exempt comparators, we identify organizations similar to SPP’s talent for labor, 
industry, size, and geography, where applicable

• Ideally, an organization should have enough comparators to get a statistically fair representation of the 
market.  A robust group typically would include at least 10 to 15 peers
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Defining Your Market 
Published Surveys (Executives and Staff Positions)

• Gathering published survey data is the most common approach to assessing compensation levels for both 
executive and staff positions

• For all study positions, compensation will most likely be analyzed using utility and broader general industry 
data collected from published surveys.  Data gathered will be specific to SPP’s size 
– For the executive positions: Mercer’s ISO Custom Survey is available for use for executive positions.  

Mercer also has a survey library to gather data specific to other industries (TBD)
– For the staff positions:  We will use a combination of industry (TBD) survey data.  Data will be 

regionalized as needed

• We compare all the executive and staff positions to the published survey data by matching functional job 
and position responsibilities 

• We look at the following elements of compensation to make competitive market comparisons to the 
published survey data:
– Base Salary
– Target Annual Incentive Opportunity (as a % of base salary)
– Actual Annual Incentive Paid (as a % of base salary)
– Target Total Cash Compensation (TCC, base salary plus target annual incentive opportunity)
– Actual Total Cash Compensation (TCC, base salary plus actual annual incentive paid)
– Target Total Direct Compensation (TDC, TCC plus target long-term incentive opportunity)
– Actual Total Direct Compensation (TDC, TCC plus actual long-term incentive paid)
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Southwest Power Pool  
Compensation Philosophy 

 
Company Profile 
Southwest Power Pool is a Regional Transmission Organization, mandated by the Federal Energy 
Regulatory Commission to ensure reliable supplies of power, adequate transmission infrastructure, 
and competitive wholesale prices of electricity. SPP also serves as a Regional Entity of the North 
American Electric Reliability Corporation. SPP’s mission is Helping our members work together to 
keep the lights on – today and in the future.   
 
SPP offers employees a total compensation plan designed to competitively position it in the 
employment marketplace and ensure success in attracting, retaining, and motivating employees who 
best match its culture. This compensation plan demonstrates SPP’s commitment to employees and 
offers staff a rewarding career relationship with the organization.   
  
SPP Human Resources Committee 

to develop, advocate and maintain for the Board of 

he Human Resources Committee (HRC) is appointed by and reports directly to the SPP Board of 
f 

 

ompensation Package Components

The Human Resources Committee’s purpose is “
Directors personnel policies and structures that proactively support the employees of SPP in fulfilling 
their responsibilities”.   
 
T
Directors. The HRC is comprised of six members; two are members of the Board of Directors, one o
whom serves as the HRC chairperson. Two HRC members work for transmission-owning SPP 
members, and two work for transmission-using SPP members.  
 
The committee meets at least quarterly to review and approve compensation plans, oversee the 
annual performance-based incentive plan, and make recommendations to the Board of Directors.
 

C  
ge that supports its mission and core values. The 

Base Salary 
alary surveys and market research to develop its base salary structure. Base salary is 

ase salaries are adjusted annually via the SPP merit adjustment program. The annual merit 
dards. 

enefits 

SPP employees receive a total compensation packa
package consists of base salary and health, welfare, retirement, and performance compensation 
benefits.  Employees are offered a safe, comfortable workplace and opportunities for career 
enhancement, growth, and training. 

SPP conducts s
determined by an individual’s qualifications, SPP’s requirements and budget, and the market.  
 
B
adjustment budget is determined by the HRC, based on cost-of-living indices and industry stan
The amount of merit adjustment awarded to an employee is determined by his or her supervisor’s 
analysis of individual performance and market factors. 
 
B
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Health and Welfare  

• Long Term Disability Insurance 
• Short Term Disability Insurance  
• Employee Assistance Program 
• Medical Insurance  
• Dental Insurance  
• Flexible Spending Accounts  
• Vision Insurance  
• Life and Accidental Death Insurance 
• Vacation  
• Holidays  
• Personal Time  
• Tuition Reimbursement Program 

Retirement  
• Defined Benefit Pension Plan  
• 401(k) and Roth Retirement Plan 

Performance Compensation 
SPP offers annual performance-based compensation program. The performance compensation plan 
is not a corporate bonus or guarantee. It challenges and motivates employees to achieve corporate 
strategic goals, including financial and operational measures that support SPP’s success.   

Workplace 
All workspaces have secured entry. Employees’ work spaces - cubicles, offices, or shared spaces - 
include materials and equipment needed for performing efficient and productive work. Employees are 
provided computers, printers, office telephones, and cellular telephones as needed. Work areas have 
common kitchens with complimentary coffee, tea, and paper goods. Employees have access to office 
supplies and services to assist them with job duties. Administrative assistants are available to all 
employees to provide support when needed. 

Career Growth, Enhancement and Training 
SPP budgets for annual employee training and tuition reimbursement. All employees are offered 
learning opportunities, including an annual Leadership Conference, supervisor-approved outside 
training, and have access to the “Power U” training program. The “Power U” program, under the 
direction and guidance of the Training Department, provides a wide range of training opportunities on 
industry and related topics.  
Checks and Balances 

s with compensation and benefit professionals to evaluate the 
d 

SPP conducts quarterly review
effectiveness of its plans. The HRC is advised of the state of the plans, conducts research, an
makes recommendations regarding changes and additions.    
Procedure for funding 
SPP offers a competitive base 
base wages in the industry. SPP

salary to attract employees, but does not strive to offer the highest 
 is a not-for-profit entity and competes with a variety of employers 

internal and external to the industry. To establish base salary levels, the company uses standards 
from the electric utility and general industries.   
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Salary ranges have midpoints for each position between the 50th to 75th percentiles of comparable 
survey data for each position. Factors contributin
in
Periodic research is conducted to determine the most comprehensive compensation plan for 
employees. 
 

g to base salary levels include the cost of living 
dex, industry standards, salary surveys, and alignment with the SPP strategic plan and mission. 

ation PhilosophyCompens  
he SPP compensation plan is continuously evolving to support SPP’s strategic plan, culture, and 

logy is do the right thing for the right reason in the right way. 
 the “right” people is a critical component of SPP’s business 

nd 

n’s culture. This is accomplished by establishing 
ompensation elements that competitively target specific individuals. Compensation elements are 

otivated and smart 
• Well rounded 

de 

hip in the organization 

he HRC, and the SPP Board of Directors is critical to the 
nagement spends considerable time meeting with 

employees about corporate strategies and linking employee performance to SPP’s mission, culture, 

ual retirement plan:

T
ideology. The organization’s core ideo
Hiring and appropriately compensating
model. Compensation must support providing cost-effective services to members and customers, a
retaining and attracting new membership.   
 
The goal of the SPP compensation philosophy is to establish a comprehensive package to attract and 
retain employees who fit with the organizatio
c
developed using industry standard practices and strategic corporate research. The compensation 
package must also be financially accountable to members and the Board of Directors.  
 
SPP’s compensation plan is designed to attract employees with the following capabilities and 
character traits:   
 

• Career employees 
• Humble, m

• Right skills, right attitu
• Loyal, engaged, team players 
• Sense of owners
 

Communication between employees, t
success of the compensation program. SPP ma

and strategic plan.  
 
SPP utilizes the following elements of compensation to attract and retain the right employees. 
 
D  SPP strives to maintain strong, positive relationships with members and 

ng-
rm relationships with employees. An important aspect of this relationship is a commitment to 

ent 

d-
 The defined-contribution program includes a generous matching provision 

 which participant contributions are matched by SPP at specified levels. The match provides 

customers. Maintaining long-term relationships with members is dependent on having similar lo
te
providing financial security after retirement. SPP’s compensation strategy includes dual retirem
programs for employees.   
 
Employees are eligible to participate in both a defined-contribution retirement program and a define
benefit retirement program.
in
participants with an even larger financial base for retirement. Additionally, SPP maintains a defined-
benefit pension plan which provides participants with a guaranteed income annuity upon retirement. 
The value of these plans increases significantly the longer the employee works for SPP.   
 

Page 3 of 5 



Southwest Power Pool Compensation Philosophy – July 2008 
 
 

Page 4 of 5 

Competitive salaries, incentive program, and training: SPP offers competitive base pay and a 
performance-based incentive plan. The company also provides access to internal and external 

aining opportunities, including career-specific certificate and professional programs, and a tuition tr
reimbursement program.    
 
Affordable health benefits: Employees are eligible for health and welfare benefits on their hire date.
Medical and dental plans ar

 
e nationwide plans that support employees and their families outside the 

ittle Rock area. Vacation and short-term disability plans increase the longer an employee works for L
SPP.  
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Administrator Information 

Effective January 1, 2006 
     
     

Administrator Service Provided Group # Phone # Web Site 
United 

Healthcare Medical 
01S0879 
01S0880 800-239-3215

www.uhc.com & 
www.myuhc.com 

Delta Dental Dental 1184-0001 501-835-3400 www.deltadental.com  
 

VSP Vision V245590 800-638-3120 www.spectera.com 
Principal Group Retirement Plan 401(k) 4-21698 800-986-3343 www.principal.com 

Southwest  
EAP 

Employee Assistance 
Plan  

501-663-1797
800-777-1797 www.southwesteap.com 

Lincoln Financial 
Group  Life/AD&D Insurance 

40 
0001000-

00668 800-423-2765 www.jpfinancial.com 

Lincoln Financial 
Group  Long-Term Disability 

40 
0001000-

00668 800-423-2765 www.jpfinancial.com 
     

 
 

Disability – Long-Term Disability 

Provider: Lincoln Financial Group 
 
Plan Date: January 1, 2003 
 
Eligibility: Date of hire 
 
Coverage: 60% up to $10,000 monthly 
 
Cost: No cost to employee 
 
 

Disability – Short-Term Disability 

Provider: SPP, self-funded  
 
Cost: No cost to the employee 
 
Eligibility: Date of hire 
 
Coverage: 50% or 100% of salary based on length of service  

This is only a brief summary of SPP employee benefits. Some restrictions may apply.   
Please refer to the plan document for specific information. 
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Benefits are payable when and if: 

• Employee is totally disabled (as defined by the plan); and, 
• Total disability begins while employee is covered under the STD 

Policy; and, 
• The employee is under the care of a Physician. 

 

 Benefits are payable on the same semi-monthly pay schedule. STD 
benefits will begin on the 8th calendar day of total disability. 

 
 

Employee Assistance Program (EAP) 

Provider: Southwest EAP 
 
Plan Date: April 1, 2003 
 
Purpose: To provide confidential counseling for employees and their family 

members on topics such as emotional, financial and even simple day-to-
day issues. 

 
Cost: No cost to employee 
 
 

Flexible Spending 

Purpose: This plan allows pre-tax money to be used for non-reimbursed medical 
and dental expenses or dependent care. The expenses must be deemed 
medically necessary. Medical reimbursement can include over-the-
counter products if a prescription is written by a healthcare professional. 

 
Type of Accounts: 
 Dependent Care: yearly contributions – maximum of $5,000 
 Medical Spending: yearly contributions – maximum of $2,500 
 
Restrictions:  Must have all claims submitted by March 31 of the calendar year following 

the claim year. 
 
Cost: No cost to employee 
 
 

This is only a brief summary of SPP employee benefits. Some restrictions may apply.   
Please refer to the plan document for specific information. 
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Insurance – Dental Coverage 

Provider: Delta Dental 

5

 
Plan Date: January 1, 2001 
 
Deductible: Individual – $50 
 Family – $150 
 
Preventive: 100%, no deductible 
 
Basic: Deductible & 20% 
 
Major: Deductible & 50%  
 
Annual maximum: $1,500 
 
Orthodontia: 50% of cost of service up to $2000 lifetime maximum per insured   
 
Cost: See section on Employee Premiums. 
 
 

Insurance – Employee Premiums 

Rates are per pay, semi-monthly: 
 

Participant(s) Medical – Buy Up Plan Medical – Base Plan 
Employee Only $42.98 $25.14 

Employee/Spouse $95.86 $56.05 
Employee/Children $81.05 $47.39 
Employee/Family $133.91 $78.31 

 
Participant(s) Dental 

Employee Only $3.23 
Employee + one $6.68 
Employee/Family $10.30 

 
Participant(s) Vision –  Buy- Up Plan Vision –  Base Plan 

Employee Only $5.30 $4.24 

Employee/One $8.48 $6.79 

Employee/Children $8.66 $6.93 

Employee/Family $13.96 $11.17 

This is only a brief summary of SPP employee benefits. Some restrictions may apply.   
Please refer to the plan document for specific information. 
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Insurance – Medical Coverage 

Provider: United Healthcare 
 

Plan Date: January 1, 2002 
 

Eligibility: Date of hire, proof of prior insurance is required 
 

Network: PPO 
 

Plan One: 
Deductible: Individual Family 
 In-network $250 $500 
 Out-of-network $500 $1,000 
 
Co-insurance: In-network – 90% 
  Out-of-network – 70% 
 
Out-of-Pocket Maximum: 
  Individual Family 
 In-network $2,000 $4,000 
 Out-of-network $4,000 $8,000 
 
Lifetime Maximum: 
 In-network – Unlimited  
 Out-of-network – $1,000,000 
 
Plan includes bi-annual eye exam with $15 
co-pay.

Plan Two: 
Deductible: Individual Family 
 In-network $1,000 $2,000 
 Out-of-network $2,000 $4,000 
 
Co-insurance: In-network – 80% 
  Out-of-network – 60% 
 
Out-of-Pocket Maximum: 
  Individual Family 
 In-network $2,000 $4,000 
 Out-of-network $8,000 $16,000 
 
Lifetime Maximum: 
 In-network – Unlimited  
 Out-of-network – $1,000,000 
 
Plan includes bi-annual eye exam with $25 
co-pay. 

 
 

Insurance – Prescriptions 

Prescription Drugs: Based on three-tier plan. 
 

Plan Two: Plan One: 
Co-pay: Co-pay: 
 $10 for generic  $10 for generic 
 $30 for preferred brand name  $30 for preferred brand name 
 $50 for non-preferred brand name  $50 for non-preferred brand name 

 
 
 



 

Insurance – Vision 

Provider: VSP Vision Care 
 
Eligibility: Date of hire 
 
Coverage: Eye exam  $10 co-pay 
 Lenses & Frames* $25 co-pay 
 

* Some restrictions may apply. Employee is responsible for any added 
features such as tinting or scratch-free lenses. 
 
A complete listing of vision providers can be obtained on the VSP web 
site: www.vsp.com 
 

 
 

Life Insurance and AD&D (Company Paid) 

Provider: Lincoln Financial Group 
 
Plan Date: January 1, 2003 
 
Coverage: Employee only 
 
Coverage Amount: Two times salary life insurance and AD&D with option to purchase an 

additional amount up to $300,000 of group term insurance and additional 
AD&D 

 
Cost: No cost to employee for two times salary 
 
 

Life Insurance and AD&D (Voluntary) 

Provider: Lincoln Financial Group 
 
Plan Date: January 1, 2003 
 
Coverage: Employee, Spouse, and Children 
 
Coverage Amount: Employee coverage is up to seven times the employee annual salary (not 

to exceed $300,000), guarantee issue of $100,000. Spouse coverage up 
to ½ of employee’s eligible coverage, guarantee issue of $30,000. Child 
coverage is available in amounts of $5,000 or $10,000 per child. 
Employee or spouse must elect coverage. 

 
Cost: Employee and spouse based on age and elected amount  

7This is only a brief summary of SPP employee benefits. Some restrictions may apply.   
Please refer to the plan document for specific information. 
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Payday 

 
When: SPP employees are paid on a semi-monthly pay schedule. Paydays are 

on the 15th and the last weekday of the month. If either day falls on a 
holiday or weekend, employees will receive their pay on the business day 
prior to that date. 

 
Method of payment: Direct deposit. All employees are paid by direct deposit at the financial 

institution(s) of their choice.  

Relocation 

The objective of SPP is to pay the reasonable expenses for a limited time for prospective 
employees or employees who at the request of SPP encountered expenses for the purposes of 
interviewing or relocation. The expenses will be reimbursed according to the Relocation Policy. 

Retirement Plan – 401(k) 

Provider: The Principal Financial Group 
 
Plan Date: January 1, 2001 
 
Eligibility: New employees may begin participation on the first day of the month after 

their initial start date.  
 
Employee Contribution: 
 Any percentage of salary with maximum total contribution for the year of 

$17,500; plus, anyone over 50 may contribute an additional $5,500. 
 
Company Matching: SPP will match 75% of the employee contribution up to 6%. 
 
Investment Options: There are 20 different investment options. 
 
Vesting: Employees are 100% vested in their salary deferral and employer 

matching contributions. 
 
 The following matching contribution applies to employee deferral 

contributions: 
 
  

Employee 
Contribution 

 Employer Match 

1%  1% 
2%  1.75% 
3%  2.5% 
4%  3.25% 
5%  4% 
6%  4.75% 

  

This is only a brief summary of SPP employee benefits. Some restrictions may apply.   
Please refer to the plan document for specific information. 

8



 

 
 
Access: Web address – www.principal.com  
 

Retirement Plan – Defined Benefit 

Provider: SPP 
 
Eligibility: Any employee on or after the effective date shall become a participant in 

the plan on the first day of the month following the attainment of age 21 or 
the first day of the month following his/her employment commencement 
date, whichever is later. If an employee on or after the effective date 
attains age 21 during a period of absence from service for reasons other 
than termination of employment and is reemployed prior to a severance 
date, he/she shall become a participant as of the first of the month next 
following the attainment of age 21. If an employee on or after the effective 
date attains age 21 during a period of absence from service and after a 
severance date, he/she shall become a participant on the first day of the 
month following his reemployment commencement date. 

 
Vesting: The following vesting schedule applies to the SPP contribution: 
  1 year – 0% 
  2 years – 0% 
  3 years – 100% 

 

Time off – Holidays 

Paid Holidays: New Year’s Day, President’s Day, Memorial Day, Independence Day, 
Labor Day, Thanksgiving Day, day after Thanksgiving, Christmas Eve 
and Christmas Day 

 
 Plus, three (3) additional days (floating holidays) that may be taken any 

time during the calendar year. Floating holidays must be used in the year 
in which they are granted and may not be rolled over to the following 
year. 

 
 

Time off – Personal Time Off 
Purpose: To provide an employee time off from work for circumstances such as 

sick leave, bereavement leave or doctors appointment for employee or 
immediate family members. Each employee is limited to 80 work hours in 
a calendar year. Bereavement leave is to provide and employee time off 
from work when death occurs in his/her immediate family. In addition, 
time off will be granted for the death of a close friend with supervisor 
approval. 

 

This is only a brief summary of SPP employee benefits. Some restrictions may apply.   
Please refer to the plan document for specific information. 
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Definition: Immediate family is defined as an employee’s spouse, parent or 
stepparent, child or stepchild, brother or stepbrother, sister or stepsister, 
mother-in-law, father-in-law, daughter-in-law, son-in-law, grandparent, 
grandparent-in-law, or grandchild. 

 

Policy: In the event of the death of certain members of an employee’s immediate 
family, and upon request, SPP will grant paid time off in accordance with 
employee’s personal leave status.  

 

 Paid absences will be provided to eligible employees when the absence 
falls into categories listed below:  

1. Illness of employee 
2. Illness of an immediate family member 
3. Death or funeral of family 
4. Funeral of a close friend (when approved by supervisor) 
5. Other reasons considered on a case-by-case basis and approved 

by the employee's supervisor 
Unused time cannot be carried over. 

 
Time off – Vacation 

 
Employees are awarded from 80 to 200 hours of vacation time annually.  The first vacation 
allotment is awarded after six months of service.  The amount of vacation awarded is based on 
the employee’s length of service and job grade within SPP.  Any employee eligible for 80 hours 
or more of vacation may elect to carry unused vacation limited to one-half of the yearly 
entitlement to the next year. 

 
Travel Insurance 

Provider: US Bank Visa Card Services 
 
Plan Date: December 1, 2006 
 
Coverage: $250,000, while traveling on company business on common carrier 

transportation and using corporate credit card.  
 
Cost: No cost to employee 

 
Tuition Reimbursement 

SPP will reimburse for successfully completed job-related classes at approved educational 
institutions. SPP will reimburse for books equal to $10 or less per semester hour for a grade of 
C or above. The total benefit is subject to the annual IRS limit. 







 

Southwest Power Pool, Inc. 
HUMAN RESOURCES COMMITTEE  

Future Meetings and Agendas 
 
 
 
April 23, 2013 (Tuesday) 
Location: Chicago O’Hare  
Agenda Items: 

• Review 2012 Performance Compensation Process/payout 
• Review HRC Scope 
• Review 2013 Compensation Survey activities 

 
July 23 & 24, 2013 (Tuesday & Wednesday) 
HRC Planning Retreat – Strategic HR Planning Session  
Location: Little Rock, Arkansas 
Agenda Items: 

• Review SPP HR programs 
• Review SPP Benefit Plans 
• Review of 2013 Compensation Survey 
• Recommend 2014 SPP Compensation Pool funding 
• Approve 2014 Meeting schedule and agendas 
• Investment Management Meeting – 401(k) 

 Review Investment Policy Statement for 401(k) 
 Review/evaluate investment manager performance 

 
October 8, 2013 (Tuesday) 

Location: Chicago O’Hare  

Agenda Items: 

• Review SPP Fraud Prevention Report 
• Annual Review of committee activities 
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