Candidacy of Trip Reynolds, 303-883-1451

Question 1: (A) What is your experience with compensation? (B) Have you ever linked compensation with performance? (C) In what ways? (D) Are you familiar with HAY?

Response A (What is your experience with compensation?): I have 30-years of direct, hands-on experience directing, managing, and designing all dimensions of employee compensation, from FLSA non-exempt labor positions to senior level executive compensation, in private/public sector, profit/non-profit, union/non-union and multi-site/multi-state and international environments, which includes the following industries: aerospace, finance, health care, gaming, IT, retail, manufacturing, public education, municipal government, property/casualty insurance, and HR consulting.  I've evaluated over 7,000 jobs [Hay, forced distribution, cluster, point-factor, factor, FES, Decision Band, slotting, ranking, whole-job comparison, market pricing, and I've created about a dozen proprietary job evaluation plans], written over 6,000 job descriptions, conducted over 3,500 job audits, conducted over 5,000 salary surveys, created over 2,500 salary schedules, established job standards and reviewed performance appraisals for over 30,000 employees, created and/or recruited for over 50,000 jobs, and I've written Sales Incentive Plans for both U.S. domestic and international sales staff.  The average employee population I've serviced is 9,611, and has ranged from less than 100 to over 60,000. Plus, I've designed, managed and disseminated all communications (recruitment advertising, employment policies, brochures, manuals, web site, etc.) associated with all aspects of employee compensation. I've design, managed, and conducted compensation training, including impact on corresponding employment law (FLSA, ADEA, EEO/AA/ADA, Civil Rights Act, ERISA, HIPPA, Title VII, Walsh-Healy, Service Contract Act, Davis-Bacon Act, Executive Order 11246, FMLA, Rehabilitation Act of 1973, Selective Service Act, COBRA, FICA, FUTA, Employee Polygraph Protection Act, OSHA, Equal Pay Act, etc.] for employees within the HR department, and for all staff and management in business units.  Without regard to the industry, my candidacy represents a tremendously diverse reservoir of knowledge about work and OD and, most importantly, I have subject matter expertise using existing and creating innovative best practices to assess and direct compensation. Plus, I’m accustomed to working productively and successfully within highly charged, deadline-oriented, extremely dynamic environments. 

 

Response B (Have you ever linked compensation with performance?): Yes, I’ve linked compensation with performance, and more importantly, looking at the big picture, as a matter of practice I consistently link compensation to all HR practices because, more than any other HR discipline, the receipt and distribution of “total  compensation” is the core element that links all HR functions. As presented in the attached proprietary exhibit [Compensation-Strategy.jpg] when I conduct compensation training I guide staff and management to look at the big picture.
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With regard to linking compensation to performance, in addition to directly approving merit/performance-based salary increases for over 30,000 employees, I've actually designed Pay-for-Performance systems from the ground up, which includes all related documents:

(1) job descriptions [which contain ADA compliant “essential functions”];

(2) performance standards [that define how, when, and where the performance of  “essential functions” will be measured];

(3) measurement criteria [that define the perimeters for measurement, alignment to career advancement (career counseling, coaching, etc.), position hierarchy, promotion, management succession, etc.]; 

(4) percent and/or amount-based rating distribution forms [the documented tool(s) that defines/schedules the actual change in compensation via an increase (or decrease) in salary/wage via dollar amount, flat rate, percent, stipend, bonus, gift, piecemeal, incentive, equity, or other forms of direct or indirect compensation]; and

(5) procedures, policy statements, administrative directives, and memorandum for corporate-wide administration.

Most recently, I managed the annual compilation and validation of merit ratings, merit increases, and bonuses for over 2,800 employees.  
 

Response C (In what ways?): [Paradigm 1] I've consistently directed and managed my immediate staff, and I've counseled and trained management to think "outside of the box" in the delivery of compensation and reward systems. Example 1: I conceived, presented and received Executive Board approval to negotiate an original compensation design that (1) increased employee pay, (2) placed employees in a much more competitive position in the market, (3) had $0 cost of implementation, (4) eliminated the salary cap for 48% of employees who had reached their salary grade ceilings, and (5) upon implementation, saved the employer more than $4.5 million dollars over a period of five years! [My original proposal would have saved nearly $7.5 million.] I hold subject matter expertise in compensation that typically enables me to reduce salary expenditures by at least 15% within 12 months of my hire, and still improve employee performance, but without reducing direct pay to employees - and I'll still index pay competitively to market benchmarks!

[Paradigm 2] I consistently approach HR as an enterprise function, with a competitive desire for achievement. Example 2: At Denver Public Schools: Compensation of IT staff was below market, with turnover of "critical need" positions above accepted norms, which resulted in expensive outsourcing. For example, high-end technical programming was outsourced to vendors at $200,000 instead of hiring staff at $90,000+ because: (a) the upper limit for any IT position was less than $80,000; and (b) despite the fact that market validated compensation of a C++ programmer higher than a high school principal, it was an unwritten DPS policy that absolutely no "staff" position would be compensated higher than the maximum of a high school principle. Additionally, all IT positions were blended into one global salary schedule also shared by non-IT positions that compressed IT compensation even more.  What did I deliver: Conceived, designed, proposed, and implemented an original salary schedule dedicated for IT positions, which contained an acceleration feature indexed to market (this had not been done previously). Plus, the new IT schedule contained an aggressive pay-for-performance component (also new). Notably, a dedicated IT salary schedule could have been created back in late 1970s but, unfortunately, neither senior management in HR or in the IT department had any knowledge of President Carter's wage and price control guidelines [due to the oil embargo/inflation] from the 1970s, which capped salaries on all industries except IT and engineering. Appropriately, in 1999, I used my knowledge of the volatile nature of IT compensation from the late 1970s to guide senior management and staffs in the design, scope, and implementation of an updated strategy for compensating IT staff.

Actions Taken - I researched the entire scope of all IT positions, both those based in the IT Department and those based in schools and other operating departments. Next, I submitted a position paper to senior management with constructive and critical analysis on the future of IT compensation, including budgetary impact, market analysis, and position equity. During executive management meetings on this issue I presented my analysis and actively pursued motivating management to adopt an original compensation strategy for IT positions, which I conceived and designed.
Outcome - Initially, the unwritten DPS policy that prohibited any "staff" position from being compensated higher than the maximum of a high school principle was a roadblock to creating a robust, very competitive IT salary schedule. However, I consistently provided the executive management team and the Board of Education with objective data on how this political roadblock compromised internal and external position equity. Consequently, by the end of year two of implementation, this roadblock was eliminated by the Board of Education, and I expanded the schedule maximum to over $105,000. In summary, with few exceptions, expensive outsourcing of IT work was eliminated, and employee turnover in IT positions became negligible.
Response D (Are you familiar with Hay): Yes, I've used Hay and numerous variations of Hay on many occasions (at the City of Dallas, Denver Public Schools, etc.). Most recently, I worked with and identified problems with a Hay-derivative job evaluation plan used by Boeing in its internal Salaried Job Classification system, and I identified conflicting job evaluation paradigms in Boeing's job evaluation system [actual work product available upon request]. As presented in the attached proprietary exhibit [Job Evaluation-Strategy.jpg], looking at the big picture, beyond Hay, the ultimate objective of all job evaluation systems/plans is to establish and maintain an effective balance between internal equity and external competitiveness. More than any other HR discipline, the receipt and distribution of “total  compensation” is the core element that links all HR functions.  Therefore, in concert with compensation, and as a matter of practice, I consistently link job evaluation, job design, and position management to all HR practices in order to create, maintain, and validate vibrant position hierarchy, both vertically and horizontally. This practice enables the consistent alignment of internal values (i.e., organizational development) and achievement of business unit/corporate objectives (change management). 
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2. Describe ways in which you have assessed who the top performers in the company are and have coached and trained the top talent to grow even stronger.
Response: Again, I consistently link job evaluation, job design, and position management to all HR practices in order to create, maintain, and validate vibrant position hierarchy, both vertically and horizontally. This practice enables the consistent alignment of internal values (i.e., organizational development) and achievement of business unit/corporate objectives (change management).  Measuring performance is not guesswork.  Given the aforementioned, and in compliance with the Uniform Guidelines on Employee Selection, I’ve worked directly with staff and management to build and define optimum performance standards for existing staff and these standards also function as “assessment criteria” to determine “top performers” for hiring and promotion.  For example, if the “job standard” for a Tool and Die Specialist is  to produce 12 widgets an hour, it would be “negligent management” to hire any candidate without first validating if they can consistently meet this performance standard.  Likewise, if a candidate/employee has consistently demonstrated a proficiency to produce 50 widgets an hour, and the standard for an “exemplary” performer is 40 widgets an hour, then it’s “good business” to hire/promote this candidate/employee as a “top performer.” The employer should already know the specific, quantifiable measures that define “top performers.”  I’ve successfully coached staff and management to eliminate the guesswork of performance.  Failure to establish and communicate objective job standards can prompt employees to erroneously perceive the existence of discrimination.

In my experience most employees care little about discrimination issues until they perceive/believe they’ve been disadvantaged (often as a result of negligent management and not discrimination).  Given my fiduciary responsibility not to make gender, race, etc., a bone of contention or litigation [Note: I’ve never lost a decision to the EEOC], its bad business to focus on factors that are not compensatory and an essential job function!  With this in mind, I successfully and routinely identify “top performers” via clearly defined job standards that focus on the employee’s demonstrated proficiency to perform the work at or above the required job standards, and I guide management to ignore all considerations that do not directly involve measuring an employee’s performance against job standards.  The advantages to this approach are quite simple: 

1. The employee KNOWS exactly how their performance is measured, the specific requirements for career advancement, and exactly what will happen for failure to perform.

2. The immediate supervisor KNOWS exactly how their employee’s performance is measured, the specific requirements for career advancement, and exactly what to do if the employee fails to perform.

With this approach, the work environment is appropriately competitive, with the likelihood for career success to the employee with the highest level of objectively measured and validated performance - which has nothing to do with their gender, race, disability, age, etc.  This is how I’ve protected my employer’s from litigation.  Again, it works beautifully!  In summary, to identify a “top performer” the employer should already know the specific, quantifiable measures that define “top performers,” and this is achieved through:
(1) job descriptions [which contain ADA compliant “essential functions”];

(2) performance standards [that define how, when, and where the performance of  “essential functions” will be measured];

(3) measurement criteria [that define the perimeters for measurement, alignment to career advancement (career counseling, coaching, etc.), position hierarchy, promotion, management succession, etc.];

(4) percent and/or amount-based rating distribution forms [the documented tool(s) that defines/schedules the actual change in compensation via an increase (or decrease) in salary/wage via dollar amount, flat rate, percent, stipend, bonus, gift, piecemeal, incentive, equity, or other forms of direct or indirect compensation]; and

(5) procedures, policy statements, administrative directives, and memorandum for corporate-wide administration.

 

3. Talk about any parallels with supporting and creating processes in an industrial or manufacturing industry.
Response: With over 160,000 employees and the largest and most successful aerospace company in the world, Boeing holds a fierce reputation as both a major, world-class manufacturer and an industry leader.  However, Boeing’s HR systems are extremely governmental and bureaucratic.  Despite internal HR policies that promote efficiency, unfortunately, the nature of the beast does not easily afford vibrant application of industry benchmarks. Most recently, I also designed and installed an intranet web site for subsidiary compensation services (Jeppesen) that's 8 times more efficient than a similar site managed by the parent corporation (Boeing).  I was able to achieve this accomplishment because, (1) unlike my peers at Boeing, I have subject matter expertise in all HR disciplines with an emphasis in employee compensation, HRIS, and position management (job evaluation, organizational development, change management), and (2) I also have subject matter expertise in HTML, graphic design and illustration, and web site design.  It’s a critical skill set for positions in smaller organizations to actively multi-task, to perform at a higher level of proficiency in order to perform both benchmark and non-traditional essential job functions.  Plus, and this is most important, my sole interest was to provide subsidiary management with immediate data access which, of course, also had to be “compliant” with Boeing.  It was not my objective to design “processes” to support other “processes.”  This is one reason why, for example, a company like Apple computer [driven to put innovative technology into the hands of consumers] has released nearly ten updates/upgrades of its highly regarded Mac OS X (the world’s most advanced) operating system while, in contrast, Microsoft continues to struggle along working on Vista, its next generation operating system that, as usual, attempts to mirror and catch up to Apple.  Again, looking at the big picture – and the bottom line – manufacturers exist to make a profit. “Processes” that do not lead to clearly defined sales and the achievement of revenue goals are misguided, counterproductive and prompt the creation of bureaucracy, product delays, and lost sales revenue.  In this regard, to achieve targeted sales and revenue goals, jobs must be designed to achieve “strategic” business objectives.  The tail (“process”) must not lead the dog (“objective”), and I train [see the attached proprietary “Strategy Map.jpg.”] staff and management to target job design and compensation practices with this objective in mind.
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4. (A) Please describe your mentality/disposition in the corporate setting. (B) Are you easily intimidated? (C) Are you direct and clear when speaking to employees?
Response A (Please describe your mentality/disposition in the corporate setting.): You will find me to be one of the most energetic people you'll ever meet, which is how I consistently approach my work effort. This is how I work, how I manage and motivate my staff to perform, and how I build successful relationships with anyone I encounter, both professional and personal!

• I've never used a sick day, with any employer!
• I've never filed a health claim, with any employer!
• Most importantly, I've never failed to achieve results!
• Promoted 60% of all employees who immediately reported to me.
• Have never terminated any of my reports for cause.
Trip is not only a friend, but also my mentor and former manager. He is able to adapt and use his expertise in any industry. As a HR Manager, I have worked primarily in the manufacturing and food industry since 1995. I have requested Trip's HR expertise many times and he successfully helped me through many HR situations ranging from employee relations, compensation and training. He has also helped me in starting my own consulting career. I recommend Trip Reynolds to any employer that is looking for a seasoned, proactive and innovative person. You would not be disappointed. Elizabeth "Liz" Laurel, Human Resources Manager, Pacific PreCut
 
Response B (Are you easily intimidated?): No, I'm not easily intimidated, in fact, I believe being "intimidated" more likely represents a failure to be accurately and effectively prepared. 

 

Response C (Are you direct and clear when speaking to employees?) Simply put, yes. Proudly but humbly, I'm very effective getting managers to elevate their thinking from employee traits (emotion, feelings, etc.) to concentrate on the essential functions (job standards, measurable and realistic performance outcomes, etc.).

"Trip has demonstrated a thorough knowledge in the human resources field. His ability to deal with the issues is reflected in how he has handled difficult situations for the Plant Services Department. He is able to support the employee's position and maintain a strong representation of this institution's policies and goals." Rich Palestro, Director of Plant Services, National Jewish Center for Immunology and Respiratory Medicine

"Trip often helped me in accomplishing my goals. He served as an instructor for two conferences held for two thousand employees, provided strategies to supervisors, and Trip was instrumental in carrying out the Executive Development Program by ensuring validity and reliability. He is creative, personable, and energetic. His talents will benefit any organization." Bonnie A. McElearney, Manager of Personnel Development, City of Dallas
• Overview: I’m accustomed to conducting oral presentations, seminars, and public speaking on all HR issues before senior executives, boards of directors, governmental agencies, criminal courts, civil courts, unemployment hearings, worker compensation hearings, and numerous employee-oriented encounters which are typically on-demand, unplanned, unscheduled and one-on-one or one vs. many. Likewise, I'm equally accustomed to directing, managing and conducting accelerated but quality research and analysis, and preparing written communications to all of the aforementioned on-demand.
• Persuasive Skills: I produce recommendations that are anchored to and presented with validated facts, tangible and discernible work product, and empirical data. Consequently, where others provide opinion or commentary, I effectively and diplomatically persuade by producing tangible operational savings and efficiencies! The veracity of my work product can always be verified by my peers, staff, and client/customers.
It is a pleasure for me to write a letter recommending Trip Reynolds. Mr. Reynolds has an extensive knowledge of human resources and continuously seeks to expand his knowledge and problem solving/managerial skills. He has demonstrated ability to clearly articulate complex issues and presents information with confidence. Trip has analyzed the salary structures of all employee groups, identified inequities, and made recommendations for improving our "way of doing business." Irv Moskowitz, Superintendent, Denver Public Schools
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