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DEFINE & 
EVALUATE

REWARD & 
MANAGE

REVIEW & 
COMMUNICATE

RATE & 
CALIBRATE

WE DEFINE PERFORMANCE 
AS BUSINESS TARGETS + 
INDIVIDUAL TARGETS

WE EVALUATE THE TARGET 
ACHIEVEMENT ON A SCALE 
FROM 1-5

WE PAY FOR 
PERFORMANCE AND 
REWARD RATINGS 3-5

WE DON’T REWARD, BUT 
MANAGE RATINGS 1, 2

WE REVIEW THE 
PERFORMANCE DURING 
A 1:1 CONVERSATION

WE CREATE CLARITY & 
TRANSPARENCY BY 
GIVING KEY MESSAGES 
ON PERFORMANCE

WE RATE PERFORMANCE 
BASED ON THE 
EVALUATION OF TARGETS

WE RATE AND CALIBRATE 
PERFORMANCE ON A 
SCALE FROM 1 - 5

TOOLS:
• Top down & SMART 

Targets
• Target guidance

TOOLS:
• Performance & 

Potential Matrix
• Calibration Process
• Rating scale

TOOLS:
• PDP (Performance 

cycle in PMGM)
• Key messages guidance

TOOLS:
• Salary increase matrix
• Pay band & Zones
• Variable pay Structure
• PIP - Performance 

Improvement Plan

PMGM MODULE                                                                                  RATINGS 1-5 WILL GO INTO COMPENSATION & VARIABLE PAY
MODULE



STAR/
TOP TALENT

FUTURE STAR/
GROWTH 

EMPLOYEE

ENIGMA/
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5EXCEPTIONAL 
LEADERSHIP
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4HIGH 
LEADERSHIP

HIGH-IMPACT PERFORMER/
KEY PLAYER

CORE EMPLOYEE/
SOLID PLAYER

DILEMMA/
INCONSISTENT PLAYER3HIGH 

PROFESSIONAL

TRUSTED PROFESSIONAL/
EXPERIENCED PERFORMER

SOLID 
PROFESSIONAL/

AVERAGE 
PERFORMER

RISK/ 
LOW PERFORMER

2MODERATE 
PROFESSIONAL

1LIMITED

54321

CONSIDERABLY EXCEEDED 
EXPECTATIONS

EXCEEDED
EXPECTATIONS

MET
EXPECTATIONS

PARTIALLY MET 
EXPECTATIONS

MISSED
EXPECTATIONS

PERFORMANCE





MeaningTitleRating scale

Performance levels and accomplishments far exceed normal expectations. This category is 
reserved for the employee who truly stands out and clearly and consistently demonstrates 
exceptional accomplishments in terms of quality and quantity of work that is easily 
recognized as truly exceptional by others.

Considerably 
Exceeded 

Expectations
5

Performance frequently exceeds job requirements. Accomplishments are regularly above 
expected levels. Performance is sustained and consistently high with thorough and on time 
results.

Exceeded 
Expectations4

Performance clearly and fully meets all requirements of the position in terms of quality and 
quantity of work. It is described as good, solid performance. Minor deviations may occur, but 
the overall level of performance meets all position requirements.

Met Expectations3

Performance is noticeably less than expected. Sometimes performs well and meets job 
requirements, however the need for further development and improvement is clearly 
recognized.

Partially Met 
Expectations

2

Performance must improve significantly within a reasonable period of time if the individual is 
to remain in this position. Employee is not performing to the requirements of the job.

Missed Expectations1

Employee is new to the position (less than 1 year). The performance cannot be assessed in 
the given short time frame. Too new to be rated0



Example: Broad Base Salary Bands with Reference Points LTISTI

E3

E2

E1

M4

M3

M2

M1

P6

P5

P4

P3

P2

P1

S3

S2

S1

S4

Support

Professional

Management

Executive

• Career type within the 
organization, characterized 
by unique responsibilities

• Adjustable for each 
organization

• Can reflect people of 
project management focus

Career Stream

Job Architecture Compensation Structure

50%

30%

20%

40%

50%

40%

20%

15%

5%

10%

7%

30%

2%

5

4

3

1

CEO

EC

2

Grade

IMPACT COMMUNICATION INNOVATION KNOWLEDGE



PERFORMANCE RATING

54321

One-off paymentOne-off payment One-off payment----x>maximum

PA
Y 

BA
N

D

Salary increase in 
percentage * x

Salary increase in 
percentage * x

Salary increase in 
percentage * x

----midpoint<x<maximum

Salary increase in 
percentage * x

Salary increase in 
percentage * x

Salary increase in 
percentage * x

----minimum<x<midpoint

Salary increase in 
percentage * x

Salary increase in 
percentage * x

Salary increase in 
percentage * x

----x< minimum

PERFORMANCE RATING: Manager’s evaluation & outcome of calibration process of employee’s performance.

PAY BAND: Employee’s position within pay band (annual base salary or TDC) compared to the reference market values provided by Mercer  

Salary increase in percentage: Calculated based on Mercer‘s GCPR recommendation for salary increase & budgeted/approved amount for 
salary increase per Business Unit.



 A zone-based approach is a common philosophy for managing employee pay progression within the range of the pay band.

 This approach targets a zone based on the employee’s sustained performance, positioning in the pay band and experience with the 
organization, as described below:

D E V E LO P I N G  ZO N E

MINIMUM MAXIMUMMIDPOINT

Target pay for employees who are new or 
developing in the job and who are not yet 

performing the full breadth of 
duties/responsibilities expected

Target pay for employees who are fully seasoned in the 
job with the combination of experience and 

competencies needed to perform all duties and 
responsibilities expected

Target pay for employees who consistently exceed all 
expectations with a combination of experience and 

competencies that justifies premium pay

S A L A R Y  B A N D  P O S I T I O N I N G

M A R K E T  ZO N E P R E M I U M  ZO N E

Based on the employees positioning in the pay band zones, people managers will be empowered to develop his or her direct reports, 
along the pay bands. 





DEFINE & 
ASSESS

DEVELOP & 
INVEST

REVIEW & 
COMMUNICATE

RATE & 
CALIBRATE

WE DEFINE POTENTIAL AS: 
ABILITY TO GROW AND 
ACHIEVE IN CURRENT AND 
FUTURE ROLES 

WE ASSESS THE POTENTIAL 
ON A SCALE FROM 1-5 
BASED ON OBSERVABLE 
BEHAVIOURS

WE LEVERAGE AND 
DEVELOP EXCEPTIONAL & 
HIGH POTENTIAL OF 
RATINGS 3-5

RATINGS 1-2: WE ONLY 
INVEST IF PERFORMANCE 
3-5

WE TALK ABOUT 
POTENTIAL DURING A 1:1 
CONVERSATION

WE PROVIDE 
PERSPECTIVE BY GIVING 
KEY MESSAGES

WE RATE POTENTIAL 
BASED ON OUR OWN AND 
OTHER’S OBSERVATIONS

WE CALIBRATE POTENTIAL 
ON A SCALE FROM 1 - 5

TOOLS:
• Development Plan
• JM Competencies
• Skills Gap analysis
• 360° Feedback

TOOLS:
• Performance & 

Potential Matrix
• Calibration

TOOLS:
• Yearly Review
• Career Path
• Key messages guidance

TOOLS:
• Development Plan
• Promotions
• Assignments
• Trainings

PMGM MODULE SUCCESSION & DEVELOPMENT 
MODULE
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MeaningTitleRating scale

Employee demonstrates exceptional potential for more responsibilities. Performs 
beyond the expectations of the current role. Naturally and enthusiastically takes on 
leadership opportunities and is always prepared for new challenges.

Exceptional
Leadership Potential

5

Employee shows high potential for growth in a leadership position. Willing and able to 
develop further and widen current perspective.

High 
Leadership Potential4

Employee demonstrates high potential for growth in terms of professional expertise. No 
willingness or abilities for a leadership role.

High 
Professional Potential

3

Employee shows some potential for growth in the current role in terms of professional 
expertise. Could get more responsibilities with further development.

Moderate 
Professional Potential2

Employee demonstrates low or no potential for growth. Working at full potential, but 
there is no room for improvement. Has either reached maximum capacity or lacks the 
motivation to grow further.

Limited Potential1

Employee is new to the position (less than 1 year). The potential cannot be assessed in 
the given short time frame.Too new to be rated0






