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	Your feedback is helping shape the pay for performance program


	[image: image1.jpg]Pay for. -/
Perfarma
1 tilx

_adll






	The first year of the pay for performance system was a learning process for everyone. The team charged with rolling out this new program and the supporting tools worked very hard to put systems in place quickly to achieve program goals. And based on the feedback gathered so far, it appears that the program has worked extremely well. That's thanks in no small part to the hard work of employees and managers, who embraced the challenges of adapting to a new system and a new way of working. 

As we prepare to enter year two of the program, a number of activities are underway that will help shape the program moving forward. 

"During the course of the project, I was fortunate enough to have numerous opportunities to receive feedback when users were experiencing problems," says Mike Baldwin, talent management consultant and pay for performance project lead. "That helped the project team keep on top of issues, and resolve them in a timely manner."

"The next step for us was to go out and talk to people so we could gather a more complete picture. The idea was to gather input from employees and managers in a more systematic manner, not just when there was an immediate problem or question. We wanted to hear about what worked well and also where we could make improvements."

Feedback was gathered throughout second quarter in three distinct ways. First, a short online survey was conducted in April, followed by the addition of questions on pay for performance as part of the employee preference survey. Finally, focus groups were held with employees and managers in several locations during May and June.

"We found the focus group format to be especially useful because it allowed for sharing of ideas and opinions that aren't easily conveyed in an online survey," says Rosemary U'Ren, compensation director. "Our purpose at these sessions was primarily to listen and see where the conversations would lead. These open forums were an excellent source of information about the entire pay for performance program."

Feedback obtained during the focus groups has been very positive. In general, managers reported that they found the process to be meaningful, and that it was successful in creating a direct relationship between performance and pay. Many employees noted an improved alignment of division, unit and individual goals, while others noted the consistency in the salary planning and application system. Employees and managers alike said they found the performance notebook to be an invaluable tool for documenting and tracking performance.

Taken together, this mix of feedback mechanisms has provided HR with an abundance of practical information for making decisions about possible enhancements. Some of the enhancements under consideration include:

· Changes to the performance notebook feature, including improved methods for organizing and filing entries.

· Additional resources to help guide employees and managers in the creation of performance plans. 

· Additional resources to help guide managers in making pay decisions. 

· The addition of a spell check function.

· Flexibility in how managers can apply their time to performance planning and salary planning.

These are just a few of the many ideas which came from the feedback shared by both employees and managers. Human Resources promises that additional changes will be made in the coming months as the system continues to evolve and improve.

"Your feedback is the best way for us to know where to put resources," says Mike. "We want to hear from you." 

 


