
Lyondell--
Basell
LyondellBasell is one of the world’s largest 
chemical companies, with more than $40 billion 
in annual revenues and 15,000 employees  
worldwide.

Intelligence

After the merger of the Lyondell chemical 
company and Basell, management wanted to 
promote a new united company and introduced 
a communications platform that encouraged 
employees’ career growth and performance 
goals and promoted its benefit plans. The 
program utilizes a new corporate identity  
and offers components in print and online  
to employees in six languages.

Inspiration

Langton Cherubino Group, in conjunction with 
Mercer Human Resource Consulting, created the 
theme “The Right Mix,” which emphasized the 
combining of legacy company cultures and used 
industry jargon, i.e., “mixing” chemicals. A new 
website portal dedicated to “Career Essentials” 
guided employees through benefit, retirement 
and investing programs. New brochures and  
a video tutorial were created to educate  
the company’s international workforce.

Langton Cherubino Group

Design Intelligence / Design Inspiration
212.533.2585  www.langtoncherubino.com

Oktober 2008

Career Essentials: Die richtige Mischung 
Entlohnung | Leistungsbeurteilung | Karriereentwicklung



Octobre 2008

Career Essentials: Le bon équilibre 
Rémunération | Gestion des performances | Développement de carrière

Employee communication

Benefits portal

Flash animation video/tutorial

Fully funded by LyondellBasell

The Retirement Plan

Funded by both you and LyondellBasell

The Savings Plan
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  Performance calibration sessions in 
which managers will discuss performance 
of a broad employee group to ensure fair 
and consistent performance ratings and 
to identify successful and exceptional 
performance, and

  Performance and bonus pay 
discussion that occurs between a 
manager and an employee following 
the calibration sessions to share bonus 
information.

Our leadership is committed to a 
performance and development process 
that is fair, consistent and equitable. The 
new program lays the foundation for 
investments in leadership development, 
targeted opportunities for high-performing 
individuals, clear career paths for 
advancement and much more. 

When You Will  
Learn More
We will support managers and employees 
with additional information and training, 
starting this November.

At LyondellBasell, we believe each 
employee is accountable for achieving 
results in a manner consistent with our 
new Essential Competencies (as listed in 
the table below). 

Our new performance management and 
career development program will promote 
the growth of our business by making 
each of us accountable for our individual 
performance. There is also a link between 
your individual performance, your bonus 
and your career opportunities.

Starting in January, you will work with 
your manager to develop your individual 
goals for the coming year. The two of 
you will work together to identify what 
to accomplish in 2009 and document a 
performance plan that you will review 
together at year’s end. For exempt/salaried 
employees, your performance against your 
2009 plan will drive the individual piece of 
your bonus payout. 

The new performance management and 
career development process will take 
effect January 1, 2009. 
 

An Integrated Process
We have created a consistent global 
process for defining and communicating 
performance expectations, providing 
coaching, evaluating results and 
considering how those results were 
achieved. It will ensure that we are 
competitive by using best practices and 
sharing them across the company. And, 
the process will ensure that we are all 
accountable for our performance and 
rewarded when we deliver results.

This annual process will unfold in the steps 
outlined below:

  Individual business and 
development goals (required, in 
writing) that support and are aligned 
with broader corporate objectives, 
based on what is expected of you in 
your role,

  Ongoing coaching and feedback 
that will stimulate open discussion 
between you and your manager about 
performance progress, 

  Performance check-in at mid-year to 
confirm progress on current goals or to 
make course corrections, and to discuss 
longer-term career goals and desires,

  Year-end performance assessment  
to review your overall performance— 
the results you achieved and how you 
demonstrated our Essential Competencies,

Goal
Setting

Performance 
and 

Development Cycle

Year-End
Review

You and your 
manager set goals 
that support 
corporate 
objectives and 
agree how you 
will meet them.

At year-end, you and 
your manager assess 
how well you’ve met 
your goals. Individual 
performance�will 
determine individual STI.

Performance 
Check-in

Throughout the cycle, your 
manager will provide coaching 
and you will share feedback 
with one another. At 
mid-year, there will be a formal 

performance check-in and 
career development discussion. 
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Goal Setting
You and your manager set goals 
that support corporate objectives 
and agree how you will meet them.

Year-End Review
At year-end, you and your manager 
assess how well you’ve met your 
goals. Individual performance�will 
determine individual STI.

Performance Check-in
Throughout the cycle, your manager will 
provide coaching and you will share 
feedback with one another. At mid-year, 
there will be a formal performance check-in 
and career development discussion. 

Performance 
and 

Development Cycle

Year-End Review
At year-end, you and your manager 
assess how well you’ve met your 
goals. Individual performance�will 
determine individual STI.

Goal Setting
You and your manager set goals 
that support corporate objectives 
and agree how you will meet them.

Performance Check-in
Throughout the cycle, your manager will 
provide coaching and you will share 
feedback with one another. At mid-year, 
there will be a formal performance check-in 
and career development discussion. 
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Year-End Review
At year-end, you and your manager 
assess how well you’ve met your 
goals. Individual performance�will 
determine individual STI.

Goal Setting
You and your manager set goals 
that support corporate objectives 
and agree how you will meet them.

Performance Check-in
Throughout the cycle, your manager will 
provide coaching and you will share 
feedback with one another. At mid-year, 
there will be a formal performance check-in 
and career development discussion. 

Planning

Fe
ed

ba
ck

C
oaching

 Feedback

Performance 
and 

Development Cycle

   Coach

ing
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Goal Setting
You and your manager set goals 
that support corporate objectives 
and agree how you will meet them.

Year-End Review
At year-end, you and your manager 
assess how well you’ve met your 
goals. Individual performance�will 
determine individual STI.

Performance Check-in
Throughout the cycle, your manager will 
provide coaching and you will share 
feedback with one another. At mid-year, 
there will be a formal performance check-in 
and career development discussion. 

Career Essentials for Performance Management and Career DevelopmentSupporting the growth and development of our people is essential to 
you and to our business. We believe your performance management  
and your career development are shared responsibilities between you, 
your manager and the company.

  Customer Focus

  Innovation

  Drive for Results

  Dealing with Uncertainty

  Broad Perspective

Superior  
Performance

 Motivating Each Other

 Valuing Diversity

 Interpersonal Capability 

 Developing Self & Others

  Integrity & Building Trust 

  Safety & Process 

Management

  Courage

Essential Elements and Essential Competencies

Empowered  
People

Social  
Responsibility

4927 LyondellBassel_bro_F3.indd   8-9 10/2/08   3:48:15 PM

6 7

The Right Mix for Performance 
Management and Career Development
A New Approach Linked to Pay

We expect the  
majority of employees  
to perform at a  
successful level that  
earns 100% of 
individual bonus.

What are your essentials for performance 
management and career development? A process 
that aligns your individual goals with business 
objectives. Coaching and feedback that helps 
you maximize performance, grow your skills and 
develop your career. Recognition that comes  
with doing your part to achieve business success. 

Exempt/Salaried 
Employees

Non-Exempt/Hourly 
Employees

30%

70%

50%

50%

Individual 
performance 

measured 
through new 
performance 

process

Individual/
Local 

performance 
determined by 

the business 
unit, local KPIs, 

individual or 
team goals

Corporate performance 
measured against  
corporate scorecard

Corporate performance 
measured against 
corporate scorecard

Bonus payments for a given year’s performance 
will be made in March of the following year.  
Even if the corporate portion of the bonus payout 
is zero, you can receive a payout for the individual/
local portion of your bonus.

Your Bonus Opportunity 
Starting January 1, 2009, you can share in 
LyondellBasell’s success through an annual 
bonus program called the Short-Term 
Incentive, or STI. 

Under the STI, you will have a performance-
driven bonus opportunity based on your 
role. A portion of your actual STI award 
will be based on corporate performance 
(as measured by LyondellBasell’s corporate 
scorecard) and a portion on individual or 
local performance. The graphic below 
shows how this will work:

Corporate performance will be measured 
in the same manner for all levels and 
regions of the organization. Corporate 
performance plays a larger part in the STI 
for exempt/salaried employees because 
those roles have more accountability for 
and ability to influence corporate results. 

For exempt and non-exempt employees (if 
not bargained separately), the corporate 
and individual/local bonus components are 
earned and paid separately. 

  The corporate portion of the bonus 
is based on the corporate scorecard. 
Depending on how well the company 
performs, you can earn any level from 
zero to 200 percent of the corporate 
portion of your bonus opportunity.

  The individual/local portion of your 
bonus for exempt/salaried employees 
is based on your performance against 
the individual goals you set with your 
manager under the new performance 
management process. If you are a non-
exempt/hourly employee, the individual/
local portion of your bonus is based on 
locally defined goals, as illustrated in the 
left column. For all employees, you can 
earn from zero to 150 percent of the 
individual/local portion of your bonus.

You can earn both portions of your bonus 
opportunity, the corporate portion only or 
the individual/local portion only.

When it comes to determining the 
individual bonus component, we expect 
70 to 80 percent of employees will be 
successful performers who meet 100 
percent of their goals and earn 100 
percent of their individual/local bonus. An 
estimated 10 to 15 percent of employees 
who deliver truly exceptional performance 
will be able to earn from 125 to 150 

percent of the individual bonus component. 
Fewer than 10 percent of employees 
are expected to be under-performers 
who receive something less than the full 
individual portion of the bonus.

Keep in mind that there will be no 
mandatory ranking of employees based 
on their performance reviews, but these 
percentages are expected to hold true 
across the organization. Refer to pages 7-9 

of this brochure to learn more about the link 
between your performance and your bonus.

 

When You Will  
Learn More
In December, you will learn the level and 
pay range for your position, where you 
fall within the range and your bonus 
opportunity.

Remember: We will not reduce base pay if 
you remain in the same job you held prior 
to the merger. (If you have changed jobs, 
your base pay will be evaluated on an 
individual basis.)

(if not bargained 
separately)
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