
Southwest Power Pool 

HUMAN RESOURCES COMMITTEE MEETING 

June 12, 2014 
 

Southwest Power Pool Corporate Offices 

Little Rock, Arkansas 
 

 
• Summary of Action Items • 

 
1. Approved minutes of the January 21, 2014 meeting. 

2. Approved issuing a Request for Proposal for 401(k) Investment Manager.  SPP staff was tasked 
with issuing and reviewing bids in time for the committee to select finalists for in-person interviews 
at the September 10, 2014 committee meeting. 

3. In executive session, approved a recommendation from the SPP Board.  Malinda See with SPP 
staff will maintain records of this action. 

 

 
• Summary of Follow-Up Items • 

 

1. The committee requested staff examine the cost of outsourcing the Southwest Power Pool 
employee engagement survey.  Staff had previously brought this service in-house as a cost 
savings.  The committee requested a cost comparison, considering that a third party might 
enhance employee comfort in confidentiality. 
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HUMAN RESOURCES COMMITTEE MEETING 

June 12, 2014 

Southwest Power Pool Corporate Offices 
Little Rock, Arkansas 

 
•  M I N U T E S  •  

 
Agenda Item 1 – Call to Order 
Julian Brix called the meeting to order at 8:05 am, CDT, on June 12, 2014. The following members were 
in attendance: 
 Mr. Julian Brix, Chair   Director 

Mr. Josh Martin    Director 
Mr. Duane Highley   Arkansas Electric Cooperative Corporation 
Ms. Kelly Walters   Empire District Electric Company 
Mr. Noman Williams   Sunflower Electric Power Corporation 

 
Southwest Power Pool staff in attendance:   
 Mr. Brian Smith 
 Ms. Donna Freeman 

Ms. Malinda See 
  
Guests in attendance: 
 Ms. Kristine Schmidt   ITC Great Plains 
 Mr. Kevin Burke (via teleconference) ITC Great Plains 
 
Julian welcomed everyone to the meeting and requested attendees introduce themselves. Kelly and Josh 
were welcomed to their first committee meeting and thanked for their commitment. Julian conducted a 
brief overview of the agenda for the day, asking for any changes to the agenda.  Hearing no changes, the 
meeting proceeded. 
 
Agenda Item 2 – Approval of Minutes  
The minutes of the January 21, 2014 meeting were reviewed.  Noman Williams moved that the minutes 
be approved.  The motion was seconded by Duane Highley and approved via unanimous voice vote. 
 
Agenda Item 3 – 2013 Performance Compensation Process Review 
The committee reviewed the assessment process and distribution of 2013 performance compensation 
funds.  The committee review included assessing a distribution graph for the compensation awards by 
rankings.  SPP management allocates performance compensation funds to individual staff members 
based on employee performance during the preceding fiscal year, recognizing that SPP either fails or 
succeeds as a team, without creating an entitlement mentality among employees.  Employees are 
rewarded for their cultural fit with the organization in how they perform their work.  SPP managers 
evaluate their employees and schedule meetings with the CEO or COO to discuss the evaluations.  
Proposed compensation payouts undergo a rigorous review by the SPP officer team and are adjusted for 
equity as needed prior to finalization of the awards. 
 
Agenda Item 4 – 2014 Investment Manager Review Process and Update 
Malinda See presented a history of the current 401(k) Investment Manager’s engagement with SPP.  SPP 
engaged Jay White in February 2005 when the 401(k) plan had 140 participants and $9 million in assets.  
Currently, the plan has 580 participants and $60,444,640 in assets.  Mr. White serves as an ERISA 3(38) 
investment manager for the plan and is responsible for, and has discretion for, selection, monitoring and 
allocation of plan assets consistent with the Investment Policy Statement.  He reports annually to the SPP 
HR Committee on the portfolio performance, investment manager performance and costs.  In addition, he 
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meets with the SPP Employee 401(k) group to keep them informed of plan performance and assist them 
in serving as conduits to the employee base.  The current percentage of participation in the plan is 94%.   
 
SPP has not issued a “Request for Proposal” for investment manager services since engaging Mr. White 
in 2005.  The committee determined that it should solicit bids for this service and review applicants as 
part of their due diligence.  Noman Williams made a motion that SPP staff issue a formal Request for 
Proposal for investment manager services for the 401(k) Plan. The motion was seconded by Duane 
Highley and approved via unanimous voice vote. SPP staff was tasked with issuing and reviewing bids in 
time for the committee to select finalists for in-person interviews at the September 10, 2014 committee 
meeting. 

 
Agenda Item 5 – HR Metrics Report 
Brian Smith presented the SPP Human Resources metrics as of May 31, 2014.  These metrics reviewed 
employee turnover and vacancy rates.  Brian discussed methodology utilized for these reports and how 
HR staff responds to data and trends.  As part of the discussion on management to staff ratio, the 
committee discussed SPP’s duel career model that allows for staff advancement in non-managerial roles 
such as lead, principal and technical director.  Brian noted that retirements have increased and SPP is 
monitoring this trend and responding with knowledge transfer and succession planning programs.   
 
Agenda Item 6 – Human Resources Staff Report 
Brian Smith and Donna Freeman presented a strategic overview of how the SPP HR department aligns 
programs, policies and procedures with SPP corporate strategy and goals.  HR management staff 
conducted a “SWOT” analysis (Strengths, Weaknesses, Opportunities and Threats) of the department 
and programs.  Staff has identified solutions and strategies based on this analysis.  The report outlined 
2014 key deliverables for the HR department and identified how these deliverables align with SPP 
corporate goals.  
 
The committee challenged HR staff to continue to develop metrics to measure the success of HR 
programs.  Corporate training and professional development staff has developed training offered to SPP 
members.  This training was well received and valued by participants.  The committee asked that staff 
investigate ways to report to the SPP Board value added to members by HR programs. 
 
Agenda Item 7 – Executive Session 
The committee met in executive session to discuss compensation programs and a recommendation from 
the SPP Board. 
 
Agenda Item 8 – Employee Engagement Survey Process 
Malinda See presented an overview of the SPP employee engagement survey process and questions 
utilized in the survey.  SPP performs this survey every other year and is scheduled to conduct a survey in 
September 2014.  Included in the report were historical results on overall engagement and an overview of 
high and low scores.  SPP has historically scored very high in employee engagement.  The committee 
discussed the challenge of maintaining high levels of employee engagement.  The committee requested 
staff examine the cost of outsourcing the Southwest Power Pool employee engagement survey.  Staff 
had previously brought this service in-house as a cost savings.  The committee requested a cost 
comparison, considering that a third party might enhance employee comfort in confidentiality. 

 
Agenda Item 9 – Other Items 
None noted. 
 
Agenda Item 10 – Future Meetings and Agendas 
The committee reviewed 2014 agenda items and discussed meeting dates and locations. Julian Brix 
requested committee members to consider the benefits of setting meeting schedules for 2015 (and going 
forward) on predetermined schedules for consistency.  Committee members were asked to examine their 
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schedules for 2015 and bring suggestions for meeting schedules to the September 10, 2014 meeting.  
Remaining 2014 and January 2015 agendas and meetings are: 
 
September 10th, 2014 (Wednesday) 
Location:  Little Rock, Arkansas 
Time:  8:00 am – 3:00 pm 
Agenda Items: 
 

• Interview Investment Managers 
• Fiduciary training 
• Review SPP HR programs and benefit plans 
• Recommendation on Performance Compensation Plan Operational metric changes 
• Investment Manager Meeting 
• Action:  Recommend 2015 SPP Compensation Pool funding 
• Action:  Selection of 401(k) Investment Manager 

 
October 22nd, 2014 (Wednesday) 
Location:  Chicago, Illinois – Admirals Room at O’Hare Airport 
Time:  10:00 am – 3:00 pm 
Agenda Items: 

• Review SPP Fraud Prevention Report 
• Annual review of committee activities and Scope review 
• Employee engagement survey update 
• Update on HR activities – succession planning and job rotation programs 
• Approve 2015 meeting schedule and agendas 

 
January 20th, 2015 (Tuesday) 
Location:  Atlanta Airport 
Time:  10:00 am – 3:00 pm 
Agenda Items: 

• Action:  Approve funding for 2014 Performance Compensation Plan 
• Action:  Review SPP President 2014 performance and propose 2015 compensation 

 
Agenda Item 11 - Adjourn 
Julian Brix adjourned the meeting at 2:15 pm on Thursday, June 12, 2014. 
 
 
 
Respectfully Submitted, 
 
 
 
 
Malinda See 
Secretary 
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Southwest Power Pool, Inc. 
HUMAN RESOURCES COMMITTEE MEETING 

June 12, 2014 
Southwest Power Pool Corporate Offices 

Little Rock, Arkansas 
 

•  A G E N D A  •  
8:00 am –3:00 pm (Central Daylight Time) 

 
1. Call to order, Introductions and Agenda changes ................................................................... Julian Brix 

2. Approval of Minutes from January 21, 2014  ........................................................................... Julian Brix 

3. 2013 Performance Compensation Process Review ............................................................. Malinda See 

Discuss the process used to distribute the 2013 performance compensation funds to SPP staff 

4. 2014 Investment Manager Review Process and Update ..................................................... Malinda See 

Discuss options in evaluating the Investment Manager for the 401(k) Plan 

5. HR Metrics Report ................................................................................................................. Brian Smith  

Report on SPP metrics for 2014 

6. HR Staff Report ..................................................................................................................... Brian Smith 

Report on SPP HR Department 2014 initiatives and alignment with SPP Strategic Plan 

 

Lunch with SPP Human Resources Staff ............................................................................................. All 

 

7. Executive Session to discuss compensation  .......................................................................... Julian Brix 

8. Employee Engagement Survey Process .............................................................................. Malinda See 

Overview of process and questions utilized in SPP employee engagement survey 

9. Other Items ........................................................................................................................................... All 

10. Future Meetings .................................................................................................................................... All 

Meeting schedules and agendas for 2014 and proposed schedule for 2015 

11. Adjourn .................................................................................................................................... Julian Brix 

Relationship-Based  •  Member-Driven  •  Independence Through Diversity 

Evolutionary vs. Revolutionary  •  Reliability & Economics Inseparable 



Southwest Power Pool 

HUMAN RESOURCES COMMITTEE MEETING 

January 21, 2014 
 

Dallas Ft. Worth Airport Hyatt 

Dallas, Texas 
 

 
• Summary of Action Items • 

 
1. Approved minutes of the October 8, 2013 meeting. 

2. Approved funding for the 2013 Performance Compensation Plan. 

 
• Summary of Follow-Up Items • 

 

1. The committee requested staff examine the validity of Performance Compensation Plan 
operational metrics based on SPP implementing the integrated marketplace and becoming a 
balancing authority in 2014.  The committee requested staff bring a recommendation on revised 
operational metrics for the Performance Compensation Plan during 2014. 
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HUMAN RESOURCES COMMITTEE MEETING 

January 21, 2014 

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 10:35 am, CST, on January 21, 2014. 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 
  
Guests in attendance: 
 Mr. Jim Eckelberger   Director 
 Mr. Phil Crissup    Oklahoma Gas & Electric Company 
 
Agenda Item 2 – Approval of Minutes  
The minutes of the October 8, 2013 meeting were reviewed.  Mike Palmer moved that the minutes be 
approved.  The motion was seconded by Lori Dunn and approved via unanimous voice vote. 
 
Agenda Item 3 – Human Resources Report 
Malinda See presented the Human Resources Report.  The report provided an overview of 2013 Human 
Resource Department metrics.  HR continues to provide due diligence in the process of filling open job 
positions at SPP.  This includes requiring submittal of a documented business reason, along with proper 
approval, prior to filling all open positions.  This ensures SPP is properly utilizing staffing resources.   
 
SPP implemented a wellness program, Generate Wellness, on January 15, 2014.  This program focuses 
on raising employee awareness on the benefits of wellness and encourages activity and nutrition.  The 
program utilizes an on-site health “kiosk” that monitors employee blood pressure and weight in a private 
room at the corporate center.  The program incorporates the use of an activity tracker to assist employees 
in achieving their wellness goals.  These trackers are available to employees and their spouse at 
approximately half the retail price.  The program includes daily coaching emails to participants to reinforce 
healthy habits.  Approximately 275 employees and spouses enrolled during the first week of the program.  
Metrics surrounding the usage of the program and aggregate data (i.e. number of miles walked, number 
of pounds lost, etc.) will be tracked.  The cost of this program is $50,000 annually.   
 
Agenda Item4 – 2013 Performance Compensation  
Nick Brown presented the analysis of corporate performance.  He discussed the history, goals and 
objectives of the program.  The committee discussed the validity of program metrics and multipliers.  The 
committee requested staff specifically examine the validity of corporate operational metrics based on SPP 
implementing the integrated marketplace and becoming a balancing authority in 2014.  The committee 
requested staff bring a recommendation mid-year on revised operational metrics for the Performance 
Compensation Plan.   
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Nick presented the President’s Report on 2013 goals, accomplishments and disappointments.  He listed 
the following highlights: progress on the integrated marketplace program, response to Order 1000, new 
member recruitment of Basin, Heartland and WAPA and improvements in the generation interconnection 
and aggregate study process.  Disappointments for the year included several human performance issues 
that in aggregate rise to the level of a disappointment.  Nick noted that 2013 was both one of the most 
challenging years and one of the best years SPP has experienced. 
 
Based on quantitative metrics, the plan funding was calculated at 15.8% of base salaries paid in 2013.  
SPP staff recommended a qualitative corporate modifier of 115% of the calculated quantitative metric, 
bringing the recommended plan funding to 18.18% of base salaries paid in 2013. The committee was in 
agreement with the assessment provided.  Mike Palmer made a motion to approve the staff 
recommendation to the SPP board.  The motion was seconded by Noman Williams and approved via 
unanimous voice vote. 
 
Agenda Item 5 – Other Items 
The committee expressed their appreciation to Mike Palmer for his dedicated service to SPP and the HR 
Committee. Mike was attending his last HRC meeting prior to his retirement on April 1, 2014.  The 
committee will miss Mike and wishes him all the best in his retirement. 
 
Agenda Item 6 – Proposed 2014 Meetings and Agendas 
The committee reviewed 2014 agenda items and discussed meeting dates and locations. Committee 
members expressed a desire to hold some meetings in Little Rock to facilitate interaction with HR staff. In 
addition, the HR and Finance committees have expressed interest in a concurrent meeting in 2014.  
Proposed 2014 agendas and meetings are: 
 
June 12th, 2014 (Thursday) 
Location:  Little Rock, Arkansas 
Time:  8:00 am – 3:00 pm 
Agenda Items: 

• Review 2013 Performance Compensation Process/payout 
• Affirmative Action Plan report 
• Succession planning at SPP, including job rotation programs,  
• Leadership conference update 
• Investment manager review process report 

 
September 10th, 2014 (Wednesday) 
Location:  Little Rock, Arkansas 
Time:  8:00 am – 3:00 pm 
Agenda Items: 

• Concurrent meeting with Finance Committee 
• Fiduciary training 
• Review SPP HR programs and benefit plans 
• Recommendation on Performance Compensation Plan Operational metric changes 
• Investment Manager Meeting 
• Action:  Recommend 2015 SPP Compensation Pool funding 
• Action:  Selection of 401(k) Investment Manager 

 
October 22nd, 2014 (Wednesday) 
Location:  Chicago, Illinois 
Time:  10:00 am – 3:00 pm 
Agenda Items: 

• Review SPP Fraud Prevention Report 
• Annual review of committee activities and Scope review 
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• Employee engagement survey update 
• Update on HR activities – succession planning and job rotation programs 
• Approve 2015 meeting schedule and agendas 

 
Agenda Item 7 – Executive Session 
The committee went into executive session to discuss executive compensation.  The committee 
discussed the 2013 performance and determined 2014 compensation recommendations for the SPP 
President. 
 
Agenda Item 8 - Adjourn 
Phyllis Bernard adjourned the meeting at 3:00 pm on Tuesday, January 21, 2014. 
 
 
 
 
Respectfully Submitted, 
 
 
 
 
 
 
 
Malinda See 
Secretary 
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Memorandum 
To:  SPP Human Resources Committee 
From:  Malinda See 
Date:  June 12, 2014 
Re:  2013 Performance Compensation Process Review  
 
 
Each year, SPP management allocates performance compensation funds to individual staff members 
based on those employee’s performance during the preceding fiscal year.  SPP has assigned performance 
compensation targets for each job classification (i.e. positions in grades 1 – 6 have a target payout of 10% 
of compensation).  Each SPP manager meets with either Nick Brown or Carl Monroe and discusses the 
performance of each employee reporting to them.  Ultimately, each manager recommends a rating for the 
employee’s performance on a scale of -5 to +10.  The rating is then utilized to determine the percentage of 
target funding to allocate to the employee. 
 
A defining principle addressed by the funding process is to ensure high performers are rewarded at a very 
high level and the low performers are not rewarded.  As a result of this philosophy, for 2013 performance, 
SPP recognized forty four high performing employees.  This sort of award has been found to be very 
motivating and provides significant monetary recognition to high performing individuals.  We continue to 
remind ourselves that the employee rated at the lowest level isn’t necessarily a bad employee who should 
be terminated; it only means the employee’s performance during a calendar year did not warrant 
additional monetary recognition.  For 2013, 415 of SPP’s employees (77% of employees that were 
eligible for the 2013 program) were rated between +2 and +6.  This is consistent in recognizing SPP either 
fails or succeeds as a team. 
  

Lighting the past … powering the future. 
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Listed below are performance compensation statistics for the 2013 award: 
 
               

 Job Level Total by 
Ranking Ranking 1 3 4 5 6 7 8 9 10 11 12 13 14 

-5 1         1         1     3 
-3           2   1   1       4 
-2         1       1         2 
-1     2     2 3 1 2 4 1     15 
0     1 3 2 8 4 1 1 1 2 1 1 25 
1 2 2 3     4 5 4 4 2       26 
2 1   4     16 8 8 5 7 4 2   55 
3 2 2 4 8 1 16 5 8 11 7 8 5 3 80 
4   2 2 1   22 9 16 17 16 4 4 4 97 
5 4 1 3 1 1 12 8 15 13 17 10 6 3 94 
6 2     3   15 11 18 7 14 4 12 3 89 
7     2     7 5 3 3 3 2 2   27 
8     1     1 3 2 3 1   2 1 14 
9               3           3 

Totals 12 7 22 16 5 106 61 80 67 73 36 34 15 534 
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401(k) Plan Update



401(k) Investment Manager

Jay White

• Executive Vice President and Chief Investment Officer, 
Smith Capital Management

• Over 20 years experience in financial services

History with SPP

• Financial Advisor for 401(k) Plan
– Began February, 2005 

 (140 employees and $9 million in assets)

– Meets with SPP employee 401(k) committee quarterly

– Meets individually with staff 
2



401(k) Investment Manager Duties:
• Serves as an ERISA 3(38) investment manager for the 

plan.  Responsible for, and has discretion for, selection, 
monitoring and allocation of plan assets consistent 
with the Investment Policy Statement.

• Advises SPP in determining investment policy 
statement and asset allocation.

• Reports to SPP on portfolio performance, investment 
manager performance, benchmark performance and 
costs. 

• Advises and assists employees with investments.

3



401(k) Plan Current Statistics (4/30/2014):

• Total Plan Assets $60,444,640

• Active participants in plan:  580

• Percentage of participation in plan:  94% 

• New investment option recommendation:
– Target date funds

4



HR Strategic 
Overview

June 12, 2014

Brian Smith
Donna Freeman



SPP Human Resources

Mission Statement
Our mission is to maintain a work 

environment that supports the SPP business 
model and culture by recruiting, retaining, 

and developing SPP’s most valuable 
asset…its employees.

2



3



ChallengesCommon to HR

• Compliance

• Consistency

• Stakeholder awareness

• Changing employment laws

4



Human Resources Administration
SWOT

Strengths
• HRC support
• Executive support
• Proactive vs reactive 
• HR Staff
• Respected
• Culture of compliance
• Technology

Weaknesses
• Time from planning to implementation 

can be viewed as slow
• Tactical focus vs strategic focus, based on 

work requests

Opportunities 
• Strategic business partner
• Headcount management
• Focus on compliance
• RTO networking
• Maturation with corporate growth
• Corporate benefits planning/design

Threats
• Increase in turnover
• Retirements; knowledge transfer
• Slowed corporate growth offers less 

opportunities for career movement
• Lack of soft skills across corporation

5



Solutions

• Strategically aligned goals
- Compliance oriented

- Corporate focus on effectiveness
 Management development
 Employee development

• Strategic Business Partner
- Help departments meet their goals

- Engagement, retention, development

6
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Key Deliverables
2014

• Affirmative Action Plan

• HR self-audit

• Job description update

• TimeStar implementation

• Performance management process

• Self Service tools

• Training & development

7
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The Corporate Training & Professional 
Development Team 
• Develop, engage and retain SPP’s employees and the 

SPP knowledge base.  This will be accomplished by 
providing solutions that: 
– provide clear career paths

– create line-of-sight goals and objectives for staff, 
employee programs, and engagement

– provide blended training approaches and staff 
development opportunities

– create tools and processes that support career and 
succession planning

8



Corporate Training & Professional 
Development 
SWOT

Strengths
• Executive support 
• Culture (continuous learning and 

improvement)
• Staff
• Wellness program engagement
• Visioning, planning and implementation

Weaknesses
• Talent Management awareness
• Lack of development programs
• Succession plans are inadequate
• Analytics
• Overcommitting – small teammall team

Opportunities 
• Mentor/shadowing program
• Cost savings/efficiencies
• Industry networking
• Horizontal career paths
• Intern programs across organizations
• Career Development Programs for all 

employees
• LMS utilization

Threats
• Lack of mobility for staff
• Turnover
• Disruptive technology/changes to the 

industry – inadequately prepared 
workforce

9



Corporate Training & Professional Development Solutions

Engagement Solution
Onboarding, Employee Programs, Recognition, Wellness Program

Career Planning and Managing Talent Solution
Performance Review Tool, Career Paths, Skills Database 

Learning and Development Solution
Online and Instructor-Led Competency-based Training 

Succession Planning Solution
Leadership/Management identification, development and training

Re
te

nt
io

n 
St

ra
te

gy
Retention Strategy 
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Nick’s Risks and Goals for 2014

Administrative Process
a) Continue Board engagement with member 

boards.

b) Effectively manage staff engagement, succession and 
depth.

– Engineering Career Development program, SPP Skills Database

– SPP Recognition and Engagement Plans

c) Successfully implement LEAN processes to improve 
efficiency and cost effectiveness.

– CT&PD Team Involvement in LEAN projects

– LEAN curriculum development

– 5 new LEAN online courses 11



Nick’s Risks and Goals for 2014

Administrative Process

d) NERC, financial and SSAE16 audits w/o unmitigated 
exceptions and/or qualifications

– Improving Human Performance Training

– Audit Prep Communication Training for Staff and SPP Members

e) Website improvements and implementation of social 
media into corporate communications

– LMS enhancements will include a new collaboration tool called Connect 
(provides internal social media opportunities). Pilot information will be 
shared with the Communication Department.
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Nick’s Risks and Goals for 2014

Transmission & Operations
a) Go-Live of Integrated Marketplace on March 1

– Stress Management classes

– Job Role Readiness program (knowledge transfer)

– Leadership Strategies newsletter for Managers

– “Make the Right Call” training

13



Training Metrics

Instructor-Led Training

• 5 Management classes

• 13 All Staff Courses

• 3920.5 hours of HR sponsored training
– 708 seats (including management courses)

• Self Study Courses 
– 36 courses

– 61 seats

• SPP Leadership Conference

14



The Learning Center (LMS) Metrics

• The tool is used internally and externally
– SPP Member Users – 1,989

– Non-Member Users – 1,266 (includes 203 contractors)
Delivered by: Number of Instructor-

Led Training Sessions
Number of Seats (not 
individuals as an 
individual could attend 
multiple courses)

Type of Participants

SPP Performance 
Support Team

25 278 SPP Employees

Customer Training 40 257
815

27

SPP Employees
Members
Non-members

TOTALS 65 2007
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Generate Wellness Metrics

• 328 enrollments in IncentaHealth

• 1156 pounds lost

• 552 - Fitbits distributed

• 21,034,791 steps in February

• 29,870,880 steps in April

• 140 members in the private Fitbit group

• 10 wellness events

• Massage therapy on Thursdays
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• Talent Management System

– Skills database(Q4)

– Connect (Q3)

– Succession Module (Q4)

– External Training Process (Q2)

• Career Planning and Managing Talent 
Solution

– Engineering Career Program pilot 
launch (Q4)

– Performance Review Tool and process 
enhancements (Q4)

• Engagement Solution

– Wellness Program and metrics, 
documentation, ROI (ongoing)

– Employee programs metrics, 
documentation, ROI (ongoing) 

– 2014 engagement survey (Q3)

• Succession Planning Solution

– Revise Supervisor Curriculum (Q2)

– Leadership Program updates using 
technology (Q3)

– 360° Management Survey (Q3)

• Learning and Development Solution

– Compliance training (ongoing)

– Improving Human Performance 
training (ongoing)

– Conversational Capacity 
training(ongoing)

– Developing blended learning 
curriculum (ongoing)

– 2015 training needs survey (Q4)

– Leadership Conference (Q2)

Top 2014 Projects
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Additional Value Add:
Internally and Externally 
• Member Training

- 196 members trained via                                                             
WebEx training

- Built in house with no                                                
additional costs

• ISO/RTO Network

• Jane Martin, Secretary of the SPP Organization 
Improvement Group

18



SPP Human Resources
January 1, 2014

Derek Wingfield
Career Development Specialist

Nancy Neel
Corporate Trainer

Laura Haywood
Employee Programs Coordinator

Jane Martin
LMS Administrator

Donna Freeman
Supervisor

Corporate Training &
Professional Development

Linda Helms
Sr. HR Specialist

Renee McMillen
HR Generalist II

Tanya Parker
HR Generalist

Robyn Wood
HR Software Administrator

Sylvia Heien
Sr. HR Specialist

Pat Forgy
Payroll Administrator

Brian Smith
Manager

Human Resources

Corporate Training
& Professional Development

Compensation
& Payroll

HR Administration
& Compliance
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Employee 
Engagement Survey 

Historical Results



SPP Engagement Survey Historical Results

2012 2010 2008

Overall Engagement 7.3 7.08 7.21

Effectiveness 7.1 6.88

Motivation 7.4 7.24

Satisfaction 7.4 7.13

Scores are reported on a 9.0 scale

In 2012:
• 62% of respondents were “fully engaged”
• 3% of respondents were “disengaged”

2



Highest Scores

I am proud to tell others I work at SPP.
My job requires me to maintain a high level of 
productivity. 
I think SPP will be successful in the future.
I clearly understand SPP’s mission.
I am motivated to do my best work for the good of 
SPP.
I clearly see how my work is important to SPP’s 
mission.
SPP engages its members and customers in an 
honest, ethical manner.

‘12
8.2
8.0

7.9
7.8
7.8

7.8

7.8

‘10
8.1
7.7

7.8
7.7
*

7.6

7.7

* New question in 2012



Lowest Scores

At SPP, we work effectively across departments and 
functions.
My talents and abilities are being fully used.
At SPP, people collaborate effectively.
My supervisor takes timely action to correct un
satisfactory performance.
My supervisor routinely gives me feedback 
regarding the quality of my work.
I regularly receive appreciation from my supervisor 
for doing good work.

‘12
6.0

6.5
6.7
6.8

6.8

6.8

‘10
5.7

6.2
6.5
6.5

6.4

6.6



 

BIENNIAL EMPLOYEE ENGAGEMENT SURVEY PROCESS 

SPP conducts an employee engagement survey every two years. Every employee is invited to 

participate, and aggregate results are shared with the entire company. Human Resources 

administers the survey, compiles and analyzes survey data, and produces survey reports. In 

addition to the corporate report made available to all staff, HR also provides: 

• A detailed report to the Officer Team that includes employees’ anonymous comments, 

and  

• Division-specific reports to supervisors that include engagement data aggregated from the 

responses of their employees. 

 

The survey/reporting cycle typically begins in September and follows this process:  

1. Prior to the survey’s launch, HR meets with the Officer Team to agree on the survey’s 

questions. Typically, a core set of questions remains the same from year to year, but 

every survey also includes contextual questions about current trends, accomplishments, 

and circumstances that may affect employee engagement.  

2. Human Resources builds and launches the survey using the web-based KeySurvey tool, 

which is also used to collect and analyze the results.  

3. The survey includes several optional demographic questions about employees’ age, 

tenure, division, etc., their responses to which are used to identify engagement trends 

among particular segments of the employee base.  

4. The survey remains open for approximately one month.  

5. Following the survey’s close, HR produces the aggregate corporate and detailed reports, 

which are shared first with the Officer Team and then with the staff at large.  

6. HR produces division-specific reports for each supervisor containing data on engagement 

among their direct and indirect reports. These reports are carefully scrubbed of any 

information that could be used to attribute a rating or comment to a particular employee.  

7. In the weeks following the distribution of the survey reports, HR conducts a series of 

workshops with supervisors that lead them through the process of effectively interpreting 

their survey data and developing action plans to both reinforce positive engagement 

trends and address negative trends. Directors are encouraged to hold supervisors 

accountable for development and implementing these plans.  
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2012 Employee Engagement Survey Questions 

Employees are asked to rate on a nine-point scale the degree to which they agree or disagree with each 
of the following statements. Statements are categorized according to the three components of 
engagement: effectiveness, satisfaction, and motivation.  

 

EFFECTIVENESS 

1. I have the tools and resources I need to do my job.  
2. SPP makes available the training I need to do my job.  
3. I have the authority to do my job well.  
4. My supervisor routinely gives me feedback regarding the quality of my work.  
5. My talents and abilities are being fully used.  
6. I have the skills I need to do my job well.  
7. SPP has effective ways to communicate and share information across the entire organization.  
8. At SPP, we work effectively across departments and functions. 
9. I clearly understand SPP’s mission. 
10. I can voice concerns openly with my supervisor.  
11. My supervisor takes timely action to correct unsatisfactory performance.  

MOTIVATION 

12. I am motivated to do my best work for the good of SPP.  
13. I am regularly given opportunities to develop and improve my skills.  
14. I clearly see how my work is important to SPP’s mission.  
15. I clearly understand what my immediate supervisor expects of me.  
16. I think SPP will be successful in the future.  
17. I have clear goals and priorities for my job.  
18. My job requires me to maintain a high level of productivity.  
19. SPP values me as an employee.  
20. SPP’s senior leaders provide a clear vision of where we are going. 
21. SPP provides opportunities for personal and professional development. 
22. Overall, I feel I am compensated fairly for the work I do.  

SATISFACTION 

23. I like my job.  
24. I am proud to tell others I work at SPP.  
25. I have confidence that the people I work with will do what they say they will do.  
26. SPP values me as a person.  
27. People in my department consistently deliver high quality in their work and service.  
28. I receive regular appreciation from my supervisor for doing good work.  
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29. My supervisor is open and honest with me regarding issues impacting SPP and my job.  
30. My supervisor maintains a professional relationship with all team members.  
31. My supervisor communicates effectively with my team.  
32. SPP engages its members and customers in an honest and ethical manner.  
33. I feel I can openly express my thoughts, suggestions, and concerns.  
34. At SPP, people collaborate effectively.  
35. The people I work with strive to serve others.  
36. SPP’s senior leaders are open and honest with employees.  
37. Others listen to my ideas and value my opinions. 

CONTEXTUAL QUESTIONS [New section intended to provide context to engagement scores and 
determine root causes of fluctuations in engagement.] 

38. How effectively do you feel SPP managed the migration of its staff and systems to the SPP 
Corporate Center?  

a. If you feel your answer to this question requires explanation, you may do so in this 
space. 

39. To what degree do you feel more or less engaged (satisfied, motivated, or effective) as the 
result of SPP’s move to the Corporate Center? 

OPEN-ENDED QUESTIONS 

40. What do you like most about working at SPP? 
41. What would you change about SPP if you had the opportunity to do so?  
42. Please describe in as much detail as you feel is relevant any actions taken by your direct 

supervisor over the last twelve months that better equipped you to do your job, motivated you 
to work for the good of SPP, or made you exceptionally glad to work for him/her.  

43. Please use this space to share with SPP’s leaders anything not addressed in any of the questions 
above that you feel may be impacting our employees’ effectiveness, motivation, satisfaction, or 
overall engagement.  

DEMOGRAPHICS  

44. How long have you worked at SPP? Please indicate only your tenure at SPP, not including years 
transferred from other organizations. 

45. Do you supervise other staff? (Are you a supervisor, manager, director, or executive?) 
46. What is your age?  
47. To which supervisor, manager, director, or executive do you report?  
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 Southwest Power Pool, Inc. 
HUMAN RESOURCES COMMITTEE  

2014 Meetings and Agendas 
June 12th, 2014 (Thursday) 

Location:  Little Rock, Arkansas 

Time:  8:00 am – 3:00 pm 

Agenda Items: 

• Review 2013 Performance Compensation Process/payout 
• Investment manager review process  
• HR Staff report 
• Employee Engagement Survey Process 

 

September 10th, 2014 (Wednesday) 

Location:  Little Rock, Arkansas 

Time:  8:00 am – 3:00 pm 

Agenda Items: 

• Fiduciary training 
• Review SPP HR programs and benefit plans 
• Recommendation on Performance Compensation Plan Operational metric changes 
• Investment Manager Meeting 
• Action:  Recommend 2015 SPP Compensation Pool funding 

 

October 22nd, 2014 (Wednesday) 

Location:  Chicago, Illinois 

Time:  10:00 am – 3:00 pm 

Agenda Items: 

• Review SPP Fraud Prevention Report 
• Annual review of committee activities and Scope review 
• Employee engagement survey update 
• Update on HR activities – succession planning and job rotation programs 
• Approve 2015 meeting schedule and agendas 
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January 20th, 2015 (Tuesday) 

Location and Time:  TBD 
Agenda Items: 
 

• Approve funding for 2014 Performance Compensation Plan 
• Review SPP President 2014 performance and propose 2015 compensation 
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