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Meeting to discuss my development needs regarding performance management

Present: Joanne James, Manager Human Resources; Melanie Gough, Associate HR Business Partner

As an Associate HR Business Partner, I have had limited exposure to performance management. 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.) In my current role I am responsible for: 
1. Administering the Employee Performance Review (EPR) process; and
2. Providing employee data to supervisors and managers.

In order to progress to Band 2, I need to develop my skills. 

Actions agreed:

Liaise with San Antonio HQ to identify relevant Company Based Training (CBT’s) that would improve my knowledge and understanding of performance management within Valero, in particular the role of supervisors in managing performance.
The following Company Based Training (CBT’s) are available for all new supervisors to help them understand the performance management process: (Valero, n.d.)
· Performance Management
· Driving Performance Excellence – Delivering Tough Feedback
· Driving Performance Excellence – Motivation and Engagement
· Driving Performance Excellence – Coaching
· EPR – New Supervisor Training

Talk to a reward specialist in your organisation to understand the different elements of reward including job evaluation, employee benefits and total reward and their purpose and impact in attracting, motivating and retaining talent. 
Our compensation team in based in our UK headquarters in London.  They are responsible for 
· Job evaluation – ensuring employee base pay is based on qualifications, experience and aligned to market data
· Employee benefits – ensuring employees benefits, such as private medical insurance and private dental insurance are competitive
· Administering Valero’s compensation resource programmes, including:
· Base pay
· Annual bonus awards
· Promotions
· Merit awards
· Off-cycle adjustments
· Long-term incentive pay
· Administering Valero’s compensation reward programmes, including	
· Defined contribution pension scheme
· Share incentive plan (SIP)

The compensation team have developed a Performance Management Compensation Resource Guide for supervisors which embrace’s Valero’s key values – safety, teamwork, excellence, do the right thing, accountability and communities. “Valero’s Performance Management philosophy builds on its key values by engaging in ongoing communication, goal setting, coaching and feedback, while also providing guidance on career development and pay decisions” (Valero, n.d.)
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Melanie (STUDENT)
Currently assessing as a TECHNICIAN
TAKE A STUDENT ASSESSMENT
Your assessment results
Performance and reward
Your Level: Emerging
[image: ]Summary
When you work in Performance and Reward you're delivering pay and benefit or reward programmes that recognise key employee capabilities (skills, behaviours, performance and experience) while at the same time, keeping them fair, market-relevant and cost-effective – with the aim of establishing an organisation culture of high achievement. At your level you typically need to provide data and input around job sizing, market surveys, diversity analysis, pay reviews, union negotiations, remuneration committee requests and tailored reward and senior leadership pay reviews. As part of this, you’ll support employees and managers on issues around reward and salaries.
How prepared am I?
What you’ve told us indicates that your knowledge and skills in this area are emerging. This usually applies to someone who has just started out in HR or has not yet had much exposure to Performance and Reward at this level.
Below, we show you the areas where you’re particularly strong, areas where you’re competent and areas where you have skill and knowledge gaps. If you're keen to increase your knowledge and improve your skills in Performance and Reward, you should consider the courses, reading materials and practical development actions that we've recommended for you. These recommendations reflect your individual strengths and development areas based on what you've told us in your assessment. As your score suggests you have some room to develop at your current level, we think these recommendations will be of particular benefit to you in building the skills and experience you’ll need to excel at your level.
What’s it like working within Performance and Reward at a more senior level?
In order to be able to work at the next level up within Performance and Reward, you typically need to work with managers to understand the reward requirements for their teams. You’ll develop pay and reward recommendations and implement them locally. You’ll need to conduct pay and reward reviews which may include specific policies for key individuals, executives, and expatriates. You’ll be expected to make sure practices are in line with legal requirements.
What are my strengths and gaps for my current level?
My Gaps
· Collating and analysing data to support reward activities (e.g., for job evaluation, pay reviews, total reward packages)
· Undertaking research for non-standard or tailored reward packages
· Supporting the implementation of performance and reward activities (e.g., pay reviews, job sizing, new recognition programmes)
· Feeding back responses from managers and employees on reward matters
· The key issues around executive remuneration
· Identifying where there may be anomalies in reward or salary packages in terms of legislation
· The different elements of a reward package
· Methods for evaluating pay and reward practice
Development actions
· Identify the sources of reward data within your organisation and think about how you can collate this to show trends and inter-relationships.
· Agree a role or group of roles that your organisation cites as having special reward requirements. Research how other organisations (including equivalent or competitor organisations) create reward packages for these roles. Understand how this differs to the package offered by your organisation.
· Research employment legislation around reward and pay (including the Equal Pay Act) using the CIPD, ACAS and other relevant websites.
· Seek out project opportunities connected with your organisation’s performance and reward plan / cycle to understand key elements and how they align (for example, job evaluation, performance-related pay or bonuses, recognition programmes etc).
· Read your organisation’s performance and reward policies and create an FAQ document to help you answer manager and employee reward queries.
· Talk to a reward specialist in your organisation to understand the different elements of reward including job evaluation, fixed pay, variable pay, employee benefits and total reward and their purpose and impact in attracting, motivating and retaining talent.
· Read your organisation's published annual statement and pay particular attention to the information relating to executive pay (if it has one). Find out if there has been a history of shareholder or decision maker disagreements around executive remuneration.
· Spend time with a colleague to understand how your organisation evaluates the effectiveness of its elements of reward.
[image: ]Reading & Research
BOOK: Human Resource Practice
Martin & Witing
BOOK: Intro to HRM
Leatherbarrow, Fletcher and Currie
FACTSHEET: Performance appraisal
FACTSHEET: Reward and Pay
CIPD
FACTSHEET: Strategic Reward and Total Reward
CIPD
[image: ]Courses & Events
COURSE: Practical performance management-supporting good practice
© CIPD 2014
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< Performance Management

INSTRUCTOR SA-PLTL-014081
LED 26/1012017 ENROLL & .

About this item

Performance Management is a 2 hour instructor-led class with three major areas of focus;
1. Building a culture of accountability that begins with performance expectations set and creates ownership for success.
2. The setting of clear performance expectations that will ensure that each employee has an accurate understanding of their role, impact and

measure of success.
3. Coaching as a process of ongoing development, course correction, and continual improvement as measured by the performance

expectations.
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Driving Performance Excellence: Delivering Tough Feedback

SAPLT-L014211

ADDED: 05/01/2010 ENROLL & .

About this item

Understand the meaning and purpose of feedback as well as the various types of feedback used in the workplace. You will also learn how to apply a four step process to be able to give and receive feedback to
help your employees continually improve performance. CPE Credit: no prerequisites required
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Driving Performance Excellence: Motivation and Engagement

SAPLT-L014-151
ADDED: 02/07/2009

About this item

ENROLL & .

Understand and develop leadership strategies that will help to motivate and engage your employees. This workshop focuses on specific interpersonal and management skills you need
to build, support, motivate and engage your team. You will also learn how to apply motivation and engagement theories and strategies with your team to increase employee

performance. CPE Credit: no prerequisites required
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Driving Performance Excellence: Coaching

SAPLT-LO14-141
ADDED: 10/06/2009

About this item

ENROLL & .

Anecessary skill of successful managers s finding time to coach employees.Learn six qualities of an effective coach that will help you prepare and coach employees. This class also explores formal and informal

coaching, coaching strategies to help you improve your coaching skills, and to recognize how

idual employees want to be coached. CPE Credit: no prerequisites required
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EPR: New Supervisor Training

SAPLT-H-010-051

ADDED: 09/03/2007 ENROLL & .

About this item

This class s intended for any employee recently hired and/or promoted into a supervisory position, or any existing supervisor who would lie a more comprehensive overview of the EPR
process. You will leam about Valero's performance management model and philosophy, as well as how to navigate the EPR system. Participants will learn the necessity of aligning
Valero's vision, commitment to excellence, and core competencies when setting professional goals for themselves and for their employees. The course involves practical leaming in the
areas of sefting goals, applying rating scales, creating an EPR and conducting performance discussions.

Target Audience: Employee recently hired and/or promoted into a supervisory position, or existing supervisors looking for a comprehensive overview of the EPR process, philosophy and
system.
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