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Today’s Presentation—What We’ll Deliver

1. How to gain senior leadership participation 
and support in developing a five-year strategic 
benefits plan

2. The value of using an interdepartmental 
implementation team to deliver an integrated 
communications plan

3. The importance of cascading, segmenting and 
timing messages to ensure support and 
consistency
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Who Is Integrys?

 Committed to “People Creating a Premier and 
Growing Energy Company”

 Holding company formed in 2008 in Chicago, IL

 Wisconsin Public Service

 Peoples Energy Corporation

 Seven regulated and unregulated subsidiaries 
throughout Midwest (gas & electric)

 Close to 5,000+  U.S. employees
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Benefits Background

 As a regulated company, must be transparent

 Rich benefits

 Very paternal

 HR worked in silos—no integrated strategy or plan

 Employees received information by “fire hose” 
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Health Care Reform Hits

 March 2010: Health care reform passes

 April-June 2010: Health care reform team works 
with outside consultant to develop plan
 Administrative changes to be done 
 Avoid excise tax in 2018
 Did not look at it strategically

 January 2011: Noreen joins Integrys
 Nothing done to implement the plan
 Couldn’t assume everyone was on board
 May have agreed on macro level, but do they 

understand on a micro level?
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Integrys Five-Year Strategy 

Changes to Active Employee Benefits

 Reduce number of medical plans to one High 
Deductible Health Plan with Health Savings 
Account (HDHP/HSA)

 Implement wellness strategy

 Tie wellness incentives to funding the HSA

 Move to an “employee responsibility” model
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Typical Vacuum 

Consultant 
makes

proposal

Benefits
reviews and

takes to 
leadership

Leadership 
approves Implementation

Who Tells The Gap?
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Three Key Points To Remember

1. Don’t assume you have leadership support.

 Move from macro view to micro view

2. Implement change management from the top 
down to all employees

3. Leaders are employees first!
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Had to Address Leadership

This is much more than “benefit changes”…
it is a change to our culture.

How committed are you?
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March 2011—Met with CEO and Top 8

 Review guiding principles of benefits and 
compensation

 Asked specific questions to confirm “pay or play”

 Used laymen’s language

 Held one-on-one meetings to discuss answers
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Reviewed Guiding Principles for Total Comp

 Enable businesses to attract, retain and motivate
talent

 Rewards program to align with desired cost and 
risk profile

 Meaningful portion of employee rewards should be 
performance based

 Reward programs provide flexibility and options to 
meet needs of diverse workforce
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Reviewed Guiding Principles for Total Comp

 Reward programs needs to respond to different 
business talent requirements

 Reward programs administered to maximize
dollars delivered to employees

 Reward programs to encourage employees to 
deliver shareholder value

 Maintain market competitive (50th percentile) 
compensation in the aggregate

 Design programs that improve potential for rate
recovery
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Questions to Consider

 This is managing change to culture—it is more 
than “benefits”

 Get to “final state” sooner rather than later—high 
level of change fatigue in the Company 

 HSAs are high-value and should be implemented

 Rewarded wellness activities should move inside 
the HSA
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Questions to Consider

 Develop enough contribution differentiation 
between current plans that employees naturally 
move to the HDHP/HSA option

 HDHP/HSA should have similar “value” as current 
options 

 Eliminate PPO and HMO when enrollment levels 
drop below an established threshold—but no later 
than 1/1/2016
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April 2011—Met with CEO and Top 8 Again

 This is what I heard—any changes?

 Agree to implement

 Assign a direct report to the Task Force (senior 
level)

“This is our decision as a group. 
It’s not my decision or a benefits decision

…it’s a business decision.”
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July 2011—Met with Task Force

Noreen Cleary
AVP, Total 

Compensation

AVP, Tax Strategy  
& Services

VP, Finance & 
Accounting Services

VP, Legal Services

President, MN 
Energy Resources & 

MI Gas Utilities

VP, Customer 
Relations

Director, Workforce 
& Organization 
Development

President, North 
Shore & Peoples Gas

VP, ITS & Project 
Services

Senior VP, Energy 
Delivery & 

Customer Service

President, Integrys
Energy Services

AVP, Corporate 
Communications
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Set Series of Meetings and Objectives

Active 
Strategy
Timing: 
July 18

Deliverables

 Analysis of 
current state

 Overview of 
Health Care 
Reform

 Develop 
potential 
future state 
for active 
employees

Integrated 
Wellness 
Strategy
Timing:

August 17

Deliverables

 Detailed 
benchmarking

 Understanding 
of how 
wellness fits 
into strategy

Union and 
Current 
Retiree 
Strategy
Timing:

September 27

Deliverables

 Transition 
away from 
union-specific 
plans

 Explore 
transition to 
exiting 
sponsorship 
of group plans

Communication 
Plan

Timing:
October 20

Deliverables

 Identify key 
messages to 
employees

 Develop 
roll-out plan

Final
5-Year Plan

Timing:
November 17

Deliverables

 Updated 
pricing impacts

 Approval of 
final strategies
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December 2011—Task Force Finalized Plan

 Decided to rollout the HDHP/HSA in 2012
 Got approval from senior staff
 Next step: roll out to leaders throughout the 

company
 Unknowns at the time:

 Outcome of Supreme Court decision on individual mandate
 Who will be President in January 2013?
 Which party will control Congress?
 State regulators’ position on health care and other benefit 

expenses in future rate cases
 How will the marketplace react?

“The business has always had to manage around 
unknowns and total compensation is a business 

operation like any other.”

3C-18



Key Issues for Leaders

 Leaders are employees first
 Need a better understanding of Integrys’ Total 

Compensation philosophy, particularly “market 
median”

 Need to become familiar with the cost and value of 
benefit programs and the impact to the business

 Provide business context for changes ahead of 
implementation—then remind, reconfirm each step 
of the way
 Involving leaders early will result in more engagement

 Leaders will be integral to creating a wellness 
culture to improve overall health and manage costs 
long term
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Key Issues for Employees

 Need information and skills to understand value of 
total compensation, particularly benefits

 Will need to be more accountable, but are not 
equipped to handle the responsibility

 Don’t understand what ‘market median’ means 
but view it as negative

 Do not understand what it means to be ‘a good 
health care consumer’

 Respond best to information delivered face to face

 Don’t respond to email as a vehicle for training, 
education and knowledge
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April-October: Rollout Through Company

April 2012

 Announced at Leadership Conference (top 300)

 Moved to Benefits Coordinating Committee and 
Benefits Accounting Strategy Committee

 Partner with outside resource—Write On Target, 
Inc.

 Created a integrated, multi-year communications 
plan to tie messages together

 Created a brand for all HR communications
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Created a Brand
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Rollout to Active Employees

Changes 
 Moving to one High Deductible Health Plan with 

Health Savings Account—tying wellness incentives 
to HSA funding

 Moving to an “employee responsibility” model
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Rollout to Active Employees

Strategy
 Segment messages into a four-part series—

bite-size pieces of information
 Emailed to Admin employees with link to materials 

on intranet
 Mailed newsletter to homes for union groups

 Support leaders with material previews and 
talking points

 Reinforce with articles online and in print
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Rollout to Active Employees

 Goals: 
 Employees will understand changes before 

enrollment—no surprises, get emotion out of way 
before decision-making

 Make announcements prior to major union 
negotiations (“we are all moving to this plan 
eventually”)
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Series 1: HSA is Coming (June 5)

 High level description of an HDHP and HSA
 Why we are making the change
 Looking for best medical vendor
 Watch for more to come
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Targeted Mailing: Those Losing 
CDHP Option (June 29)

 CDHP going away
 What will happen to HRA credits
 Difference between HRA and HSA
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Series 2: Details About the New HDHP/HSA 
(July 10)

 More about benefits of an HDHP and HSA
 How it compares to CDHP plan (similar to targeted mailer)
 Watch for more to come
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Targeted Mailing: For those in FSA (July 31)

 Things to know about having an HSA and an FSA
 Deadline for using your dollars in the FSA
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Series 3: Transition Plan—
One Health Plan by 2015 (Aug. 7)
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Series 3: Transition Plan—
One Health Plan by 2015 (Aug. 7)

 Announce three-year plan: medical options and rates, 
plus three-year wellness strategy

 Announce new medical/Rx vendor
 What does it mean to you? Scenarios of minimal, 

moderate and major user plus catastrophic case
 One more communication to come
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Series 4: Prepare for Annual Enrollment 
(Sept. 4)

 Look at last year’s claims
 Use online tools
 FSA vs. HSA
 AE packet to come mid-Sept.
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Mailing to homes: Annual Enrollment Packets 
(Sept. 17)

 Reiterate key points from series
 Details to help make decisions on all benefits
 Steps to take, contacts for questions
 Legal notices     
 Take action during AE (active enrollment)
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Employee Meetings (Sept. 24-Oct.19)

 Face to face and webinars
 Reiterate key points from series
 Details to help make decisions
 Answer questions
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Employee Rollout Review

Results
 No noise during AE—employees knew about 

changes, came to meetings to learn about plan
 Out of 2,000, moved 1,000 to HDHP/HSA plan (All 

of CDHP participants as well as some PPO) 
 Goal for 2014 is to move another 500

 No negative push back during union 
negotiations
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Employee Rollout Review

Lessons Learned
 Planning was critical
 Preparing leadership was key
 Communicating in smaller bites worked well
 Targeted mailings work (will be targeting those 

still in HMO and PPO this year)
 Employee meeting slides too long—using video 

for 2014
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Summary

Gained leadership participation and support to 
transition company through a “business” model 
not a “benefits” model

 Meetings with CEO and Top 8

 Task Force with key leaders

 Rollout to Top 300

 Heavy leader involvement throughout
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Summary

Successfully rolled out to all employees

 HR branding reflecting company’s commitment 
while clearly indicating self-responsibility 

 A comprehensive communications plan across HR

 Announcement of the transition to one Integrys 
Health Plan by 2015
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Take-Aways—What We Delivered

1. How to gain senior leadership participation and 
support in developing a five-year strategic 
benefits plan

2. The value of using an interdepartmental 
implementation team to deliver an integrated 
communications plan

3. The importance of cascading, segmenting and 
timing messages to ensure support and 
consistency
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Gaining Support to Develop and 
Implement a Five-Year 
Strategy, Dramatically Shifting 
Culture and Benefits

Questions
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