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[bookmark: _Toc86089452]Meeting to understand Valero’s approach to succession planning
Present: Joanne James, Manager Human Resources; Melanie Gough, HR Business Partner

Valero have a traditional approach to succession planning, which the CIPD describe as a “highly structured, confidential and top-down” approach. (Weeks, (2020))  Traditional succession planning is often used in larger organisations like Valero, that typically operate in a stable and predictable environment. Valero mostly use managerial judgement to identify individuals who could potentially be their successor. 

Pembroke Refinery’s 2021 Business Plan identifies ‘structured talent management through the identification and development of employees’ as a strategic objective. Appendix 1

Valero recognise that establishing a success plan is a critical talent management function and they have an efficient mechanism in place to “address potential vacancies, both planned and unplanned” to ensure minimal disruption to the business. (Valero, (2021)) Appendix 2

Succession planning is carried out by the Pembroke Development Committee (PDC). The PDC is made up of the following Refinery Leadership Team (RLT) members:
VP & General Manager
Director Refinery Operations
Director Maintenance
Director Technical Services
Director Health, Safety and Environment
Manager Human Resources

The PDC meet quarterly to review and update the Refinery’s succession plan. This is completed in conjunction with Pembroke Refinery’s Talent Matrix, and in line with the Pembroke Development Model.  

The succession planning process is managed locally by the Pembroke Human Resources department and is supported by San Antonio Headquarters Corporate Talent Management group. 

As part of the succession planning process, individuals identified as ‘high potential’ are flagged as part of Pembroke Refinery’s Talent Matrix and then entered into Valero’s ‘Emerging Leaders Program’, which includes three sequential learning and development (L&D) programmes. Appendix 3 

The L&D modules are designed to prepare those individuals identified as ‘high potential’ to progress within Valero’s management structure. 

The Emerging Leaders Series 1 program includes:
Building Trust
Motivation and Initiative
Professionalism
Building Relationships
Emotional Intelligence
Influence and Engage
Management vs Leadership 
Understanding Personality

The Emerging Leaders Series 2 program includes:
Dealing with Criticism
Attitude and Leadership
Unlock your Leadership Potential
Delegation
Developing Career and Personal Confidence
Leadership and Accountability

The Emerging Leaders Series 3 program includes:
The Art and Science of Coaching
Career Conversations
Create a Personal Development Plan
Develop a Personal Brand
The Art and Science of Feedback

Valero also provide training for current managers to help them develop future leaders. The ‘How do Great Managers Develop Future Leaders?’ course focuses on “how to professionally develop employees into future leaders”. (Valero, (2021))
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I have carried out a review of the statistics for leavers for the period 1st January 2018 to date. Since 1st January 2018, there has been a total of 121 leavers, of which 96 (79%) are retirements, 19 (16%) are resignations and 6 (5%) are dismissals. Appendix 4

The majority of leavers are over 55 years of age (79%), which is primarily a result of the defined benefit (DB) pension plan that Valero inherited when they acquired Pembroke Refinery in August 2011. The DB pension plan is a final salary pension arrangement that offers enhanced pension terms, and “the same core level of benefits” (Valero, (2021)) that were building up in the Chevron UK pension plan, meaning that employees could apply for early retirement from 55 years of age with minimal financial impact to their pension. Appendix 5

From August 2011, Valero introduced a defined contribution (DC) pension plan for new hires. The change to the DC pension plan means that those employees hired from August 2011 are on less attractive pension terms, albeit still generous with a 15% employer contribution. The change to a DC pension plan, coupled with the increase to the normal minimum pension age for pension tax purposes to 57 years old, will eventually impact the minimum retirement age, meaning that people will inevitably work longer. Employees on the DB pension plan will eventually retire, leaving the majority of the remaining workforce to work beyond 57 years of age due to the change in pension terms. Appendix 6

The average staff turnover percentage rate can be calculated by dividing the total number of leavers in a period by the average total number employed over the same period, multiplied by one hundred. The Refinery’s employee turnover rates are 7.0%, 8.5% and 3.8% in 2018, 2019 and 2020 respectively. 

The CIPD highlight a number of practices in addition to pay and benefits that “play a positive role in improving retention”, (Maxwell, (2021)) including flexible working practices, employee well-being initiatives, career progression prospects, development opportunities, enabling employee voice and treating people with fairness. Of the 19 (16%) resignations, 6 (32.5%) are due to employees leaving the area. Pembroke Refinery is located in a remote suburban area, and although the refinery attracts a high number of local workers, a small percentage of the workforce is from outside the locality. 

The second most common reasons for resignations are lack of promotion prospects (15.7%) and dissatisfaction with job (15.7%). According to Forbes, when an employee leaves an organisation, it is typically because “they are unsatisfied with what it offers or think they can do better”, (Forbes, (2020)) either way, this “reflects negatively on the company as a whole and its managers specifically”, (Forbes, (2020)) and goes on to list fifteen effective ways to improve talent retention, from motivating, recognising and incentivising employees to investing in their development. Valero offer several initiatives that recognise, incentivise, and develops employees, from a generous reward and recognition programme to supporting employees through professional development.

In terms of retention initiatives, Valero’s financial compensation package is very competitive, its reward and recognition programme is very generous and the opportunities for growth and development at the refinery are plentiful. However, there is room for improvement in terms of improving the work environment – both the physical work environment and the culture. With only 10% of the workforce being female, and the number of those in traditional administrative roles compared to engineering roles are 43% and 57% respectively. (Valero, 2020), the infrastructure and the culture is favoured towards a male dominated working environment. A culture of inclusion, and “creating an environment where people can be who they are, that values their unique talents and perspectives”, (Brown, (2018)) makes them want to stay.  
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Present: Joanne James, Manager Human Resources; Tracey Bryant, Manager Learning & Development, Melanie Gough, HR Business Partner

I am currently working within Band 1 of the HR Profession Map, that “supports colleagues with administration and processes. Effectively manages information and data, and is customer orientated”. (CIPD, n.d.) As HR Business Partner I am responsible for providing ‘advice on talent management and resource planning’ and ‘support learning and development with apprenticeships’. Appendix 7

This involves: 
Working with the Pembroke Development Committee (PDC) to complete and maintain the Pembroke Refinery Talent Matrix 
Working with the PDC to complete and maintain the Refinery’s succession plan
Maintaining the Pembroke Refinery Development Model
Working with Compensation to identify safety critical roles
Working with Managers and Supervisors to create job descriptions and person specifications for new roles
Managing the apprenticeship recruitment and selection in conjunction with the Learning and Development (L&D) team
Supporting L&D with apprenticeship performance management processes and post apprenticeship hiring

In order to progress to Band 2, I need to develop my skills. 
Action agreed:
· Volunteer to manage an assessment centre or selection process that's new to you.

Pembroke Refinery’s apprenticeship programme has supported over 150 apprentices since it was established in 1977. Over the 43 years since its inception, the recruitment and selection strategies have remained unchanged – shortlisting – aptitude testing – interview.

In 2020 we hired a new L&D manager who has experience in the recruitment and selection of apprentices using an assessment centre approach. I worked with the L&D manager to review of the current process, and it was decided to introduce an assessment centre style recruitment process for the 2022 intake.  I will lead the process in conjunction with the L&D team. The aim of using an assessment centre is to reduce bias and increase objectivity and transparency by using multiple assessors throughout the process. According to HR Zone assessment centres “allow for a greater range of knowledge, skills and abilities to be tested”. (HR Zone, (2007))  
[bookmark: _Toc86089455]Appendix 1 – Business Plan
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	Template Instructions

	This template is provided to assist in the succession planning process. Establishing a plan to address potential vacancies, both planned and unplanned, is a critical talent management function. This form is designed to provide an efficient mechanism for documenting the results of succession planning efforts.

	

	1. Position: Identify key positions for which succession planning information would be valuable.
List all key positions, even if a potential successor is not currently identified.

	

	2. Incumbent: Identify the current incumbent in the position.

	

	3. Successor: Identify the possible successor(s) to the incumbent who is ready now or within 2 years.

	

	4. Ready Now: Indicate if the potential successor is well suited to fill the position, immediately.

	

	5. Ready in 1-2 Years: Indicate if the potential successor requires limited, additional experience or development to be fully prepared to fill the position.

	

	6. Comments/Areas for Development: Document explanatory comments or highlight areas for development that are necessary in the short-term to prepare the potential successor to be considered Ready Now. Immediate action should be taken to address areas for development.

	

	Note: If additional rows are needed within a Position to account for more than 3 potential successors, right click on the second or third, numbered Excel Row Heading and select "Insert." This will insert a row above the selected row and keep the formatting.

	
Right-click



	

	

	

	

	

	

	

	

	

	For any questions or feedback on the use of this template, please contact Mike Vidaurri, (210) 345-3042, Talent Management, SAHQ.
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Notification of retirement from the Valero UK Pension Plan

This form must be completed and signed by an authorised representative of Valero Operations Support Ltd in order for a deferred member of the Chevron UK Pension Plan (the Plan) to benefit from the special terms which apply to the Plan when requesting early retirement. Please note that the retirement benefits payable from the Plan will not be settled until this completed and signed form has been received by the administrator, Barnett Waddingham.

To: the Trustee of the Chevron UK Pension Plan

Name of Member: 

NI Number: 

Date of Retirement: 

On behalf of Valero Operations Support Limited, I confirm, in accordance with paragraph 9.2 of Schedule 14 of the Sale Purchase Agreement (SPA) that the above-named member ceased to be an active member of the Valero UK Pension Plan before normal retirement date as a result of his/her voluntary termination of his/her employment and immediately drew a pension from the Valero Plan. For the avoidance of doubt, I confirm that the above-named member:

(i) Has not claimed to have been constructively dismissed;

(ii) Did not terminate his/her employment with Valero's consent (excluding Valero's consent to early retirement) or at Valero's behest (including but not limited to voluntary redundancy); and

(iii) is not claiming or in receipt of an ill-health pension under the Valero Plan".

Signed......................................................................Date.................................................

Name................................................................................................................................
On behalf of Valero Operations Support, Ltd

Signed......................................................................Date.................................................
(By the Member)

Please return this completed form to the Trustee of the Chevron UK Pension Plan, c/o Barnett Waddingham, St James House, St James Square, Cheltenham, GL50 3PR who will treat this as confirmation that the member is entitled to an enhanced pension. 

Valero Operations Support, Ltd 
Registered in England and Wales under Company No. 8566216
Registered Office: 27th Floor, 1 Canada Square, Canary Wharf, London E14 5AA
[bookmark: _Toc86089468]Appendix 6 – Valero UK Pension Plan: Defined Contribution
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Emerging Leaders Series 1: Building Trust

SAPLT-L-016.261
ADDED: 16/12/2013

About this item

Research shows that employees with high levels of trust in their leaders have greater loyalty and higher organizational performance. As an emerging leader, building trust is essential. Discover the power of trust
in working relationships and how it motivates others. 1.5 hours of CPE credit upon completion. No prerequisites required.
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Emerging Leaders Series 2: Dealing with Criticism
SA-PLT-L-016-361

ADDED: 23/12/2014 ST

About this item

Disapproval, faults, opinions, mistakes, and judgments. Learn how to recognize criticism in its various forms, choose to accept criticism, and apply criticism to your development as an emerging leader.
Understand and develop resiliency strategies to deal with professional criticism from leaders, peers, and yourself.
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How Do Great Managers Develop Future Leaders?

SAPLT-L-012-08]
ADDED: 18/04/2012

About this item

“This is the fourth phase of Valero’s leadership and management program. In this interactive course, the focus is on how to professionally develop employees into future leaders. The class participants will:
eUnderstand what it takes to lead from the middle
®Review the correlation between influence and leadership, as well as leam effective influence strategies to use at work
®Discuss the concept of “people development”
®Recognize the steps to creating a leadership legacy
eComplete practical application activities that enhance these steps to developing future leaders
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CONTRIBUTIONS

you're in 9ood company

As a member of the Valero UK Group DC Plan you will benefit from a
company contribution from your cmployer and reduced tax and
National Insurance contributions. You also have to contribute to the

plan with a winimum contribution.

CONTRIBUTIONS

This pension plan s set up as a salary
sacrifice arrangement. This means you
give up the right to receive part of your
salary due under your contract of
employment in return for your
employer's agreement to provide you
with additional pension contributions.
These contributions are paid into your
pension account and are equal to the
amount of salary that you have
sacriiced.

As a member of the plan you must
sacrifice @ minimum of 4% of your
pensionable salary. Your pensionable
salary is your basic pay plus
pensionable shift pay. In retum, the
‘company will pay this amount into your
pension account together with a further
‘company contribution.

Your salary sacrifice contribution is
treated for tax purposes as a company
contribution. Your income will be
reduced and tax and National
Insurance will be calculated on your
reduced salary. You will not be able to
obtain tax relief on contributions paid
via salary sacrfice. However any
personal contributions paid in addition
o salary sacrifice may qualify for tax
relief.

Salary Company ~ Total
Sacriice  Contribution: Contribution
% 1% 19%

5%+ 15% 20%+
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vaero HR Team

Pembroke Refinery

Roles and Responsibilities 2021

11;" Joanne James
u HR Manager

Joisthe first point of contact
Advice on work place
issues
Performance Management;
Disciplinary & Grievance
assistance
Advice on Retirement
Workplace Wellbeing
strategy

Managing Unumincome
protection insurance
Union Engagement for UK
and Ireland

Cleaning and Catering
contract queries

/| Melanie Gough
2 HR Business Partner

Melis the first point of contact

for all client groups in the

following areas:

+ PCRManagement

« AdviceonTalent
Management & Resource
Planning

* STEMoutreach
programme & Diversity
Champion

+ SupportLearning &
Development with
Apprenticeships

« EPRadministration

« Other Customer support.

N

Nikki will be seconded to the
HR team on a part time basis,
whilst still working as a Buyer
inthe Procurement Team.

Nikki will support the HR Team
by being the first point of

contact for:
* Recruitment
* Selection

+  On-boarding
+ NEI&Supervisor Toolkit
« Auditing payroll entries.

A
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BUSINESS

PLAN 202,

Human Resources
C&0 TAR 2021

« Tenolnjuris
Toro Enviranmental ncidents

Complet the event n time

Complat th ovent on buget

« Frstime, Leak re start up

= Achieve a saf,elisla and cotinuous ru to thenext major TAR

BASE BUSINESS
« Delver Leaership traning to al supervisars and above

= Extend partcipain in raining to maitain standards and develp employees
= Continue partnership with Duradiamond to ensure seamless O halistc srvice site wide

1FS Stawarcsip
Covd 9 responsesupport

PEOPLE

= Targated and slectiv recruiment and hiring eforts

Delvery ofrobusttechical and prfessional development programmes

Sirctured tlent managemnt through gentication and development of employees

= Reviw all Safey Crica rales and matc saety ritical sk o roes - Iclce in
hancor documentaton and roll outfor al T 2 el roles

« Faciltate and sugportCPD hurs fr team mebars

SAFETY & COMPLIANCE

« Review and delver agins Fatigue Management standars

= implamentth risd ValeraTechical rining Standar

= Ensurepoliciescaveringcurrent and futarelgislaion ar undersood, aplied and
atheredto

RELIABILITY
« Accurateand timaly delvery of mntly payrll and asscisted regortng

= Review ll raiing undetaken across st to nsure accrate captre and rcarding
< Waintin medical sqipment to ensur bes pssibl cuy f care

TAR & PROJECTS
Aot andgrocess aciional agaroved gayments
fcien nd efctihe ahut rlations srtegy
s s Covid 9 camplant
© Providespproprizteandtmely medca ervies cover

PROFITABILITY

« Manage budget against allocation

« Continue toseek ways ta realise cos fiiency oprtuites

= Reviow and monior agency hesdcount against businessrequirementsand cotinve to
ravew apropiateprvidrs
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