CANDIDATE SELF-ASSESSMENT – Harold (Trip) J. Reynolds, 303-883-1451

GLOBAL COMPENSATION

	DIMENSION
	(Harold (Trip) J. Reynolds' Qualification

	REPORTS TO: Global Compensation Director
	· My reporting relationships have consistently been the highest level executive responsible for HR, including EVP/COO, or President/CEO [plus indirect reporting relationships to various Board of Directors (including City Council]


	SUPERVISES: One to three compensation analysts in a matrix organization
	· My direct reports have included one to four compensation analysts in a matrix organization.  Additional reports have included HRIS and job validation.



	EDUCATION: Bachelors degree in Business Administration or a business related field, or equivalent combination of education and experience.
	· Bachelors degree in Business Administration or a business related field, or equivalent combination of education and experience.

	RESPONSIBILITIES:
	ACTUAL ESSENTIAL FUNCTIONS PERFORMED

	1. Manages and implements compensation studies, plans, programs, and processes for the Corporate Office.  Supports the development, maintenance and oversight of fair, competitive, and cost-effective compensation practices for Corporate Office.  Establishes working relationships with Group Compensation Managers, and provides functional guidance and direction to them.


	· I’ve designed, managed and implemented corporate-wide compensation strategies, objectives, studies, plans, programs, and processes for extremely diverse private/public sector, profit/non-profit, union/non-union, multi-site/multi-state, U.S. domestic and international environments.
· Have provided technical direction and guidance on compensatory practices to division HR management in multi-site/multi-state locations since 1977.


	2. Supports organization wide compensation initiatives.


	· Conceived, designed, proposed, and implemented an original salary schedule dedicated for IT positions (for both public sector and private sector employers), 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 (PFP) component (also new).
· Managed employee compensation programs ranging from less than $1 million to $507 million in salary expenditures. 


	3. Supports Global Compensation initiatives through developing and implementing competitive and cost effective compensation systems and processes.  Facilitates the review of the North American salary pay line and the Corporate Office Merit Increase process.


	· Overview: Have directly managed merit reviews and subsequent salary approvals for over 30,000 employees.

· Between 2004 and 2006, compiled and validated merit ratings, merit increases, and bonuses for over 2,800 employees.

· Have designed proprietary PFP/performance management systems.

· Conducted over 5,000 salary surveys to define competitive pay practices for U.S. domestic and global compensation.



	4. Communicates compensation programs to reinforce pay for performance principles and to achieve general understanding of compensation programs by managers and employees.


	· Wrote, disseminated, and communicated PFP policy, procedure, and practices in alignment to Corporate Compensation Philosophy.

· Wrote, disseminated, and communicated four salary administration manuals, for four different employers through formal (classroom) staff/management training, on-site staff/business unit meetings, memorandum, and intranet. Sample manual is available for review upon request.

· To validate comp training, I’ve routinely measured staff and management awareness of PFP and comp philosophy through random “performance review awareness” audits of ALL employee levels, from FLSA non-exempt seasonal staff to senior level executives.


	5. Coordinates with Global Compensation Director to develop, administrate, and communicate policies for pay, annual salary range adjustments, and other pay-related matters for Corporate and North America.


	· Please review my response to Responsibility #4 above.

· 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 conceived and designed PFP/Performance Management systems from the ground up, which includes all related research, analysis, and documentation:

(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.  


	6. Manages the compensation function for the Corporate Office and participates as an active and supportive member of the Corporate HR team.


	· I’ve been immediately responsible, as the primary point-of-contact at the corporate office, for the design, management, implementation, coordination/team building, and communication of corporate-wide compensation strategies, objectives, studies, plans, programs, and processes in the following industries: aerospace/marine, public education, finance, health care, municipal government, IT, and property/casualty insurance.


	7. Periodically brings together business unit compensation professionals to compare and resolve issues and concerns.  Maintains a team approach between business units to assure maximum leverage of investment in compensation plans and systems.


	· Lead, chaired both scheduled and unscheduled meetings on all compensation issues: employment law, salary surveys, salary schedules, job evaluation, position management, OD, CM, position classification, bonus/incentives, RIFs, outsourcing, hiring rates, PFP/performance management, worker comp (job re-design), etc.

· As a HR professional, it has always been a routine aspect of my work to establish, develop, and maintain effective teams. The immediate and intrinsic nature of human resources is the integration of all required positions, internal and external, to achieve employer goals and objectives, and in this regard, I have a demonstrated history of working successfully with all kinds of people.


	8. Assists in developing and maintaining salary grade and range structure for assigned countries reflecting competitive practice, business unit cost objectives and the need for inter-group consistency.


	· Have conceived, designed and installed salary schedules and hiring rates for both western and eastern hemisphere operations for the following industries: aerospace (UK, Germany, China), public education (Mexico, Southeast Asia), and health care (Russia, China, Southeast Asia).  Additionally, my compensation management experience also includes employee relocation of  foreign nationals and management of J1 and H1 Visas.
· Reconciled the aforementioned to business unit objectives, internal equity/external competitiveness, operating budgets, and revenue objectives.



	9. Working with the Global Compensation Director, analyze and recommend annual merit increases for worldwide locations.


	· Have researched, analyzed and, as approved, installed corporate-wide merit.

· Trained staff and management on existing and new compensation protocols, procedures, forms, approval process, etc.

· Have trained all levels of management to avoid/eliminate allegations of sex or race based discrimination by identifying “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.


	10. In conjunction with business unit HR, conducts an annual review of compensation programs for assigned region(s) and develops recommendations for needed changes.
	· It is an established benchmark compensation practice to conduct an annual view of compensation operations and provide senior management with recommendations.  I’ve been doing this since 1977 and, in my view, an annual assessment is inadequate, so I do more.

· My expertise in conducting this activity prompts me to expedite an annual review in favor of quarterly or on-demand assessments of market conditions.  Consequently, I routinely provide executive management with answers to routine/base-line questions before being asked.  This empowers me to concentrate on more critical compensation issues. 



	11. Develops and maintains compensation training for the Corporate Office to familiarize it with the Company’s compensation philosophy, structures and practices.


	· Please review my response to Responsibility #9 above.

· I routinely produce original, proprietary exhibits to consistently convey Company philosophy, practices, and integration with employment law, etc.
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	12. Working with the Global Compensation Director, models and analyzes a variety of stock option “scenarios” to be used in establishing stock option pool each year.  Collects from Group representatives’ pool recommendations and exceptions list.


	· Researched, analyzed and recommended equity/stock options to executive management, with an emphasis on conversion of dollar values to flat bonus or incentive pay, or roll-ups into salary schedules for executive management or FLSA exempt staff.



	13. Works with Groups’ employees and Corporate HR staff to enhance, maintain and support single database initiatives, including the Executive compensation Database and European HR Databases.


	· Using my command of HRIS and related database resources, I’m a subject matter expert in designing highly advanced salary structures to achieve compensation initiatives.  For example, at Denver Public Schools I conceived, presented and received Executive Board approval to negotiate an original compensation structure that (1) increased employee pay, (2) placed employees in a much more competitive position in the market, (3) eliminated the salary cap for 48% of employees who had reached their salary grade ceilings, (4) had $0 cost of implementation, and (5) upon implementation, saved the District more than $4.5 million dollars over a period of five years! [My original proposal would have saved nearly $7.5 million.]



	14. Improves and implements new compensation plans, processes, and communication tools.  Assists in reviewing changes to processes, policies and sound HR/compensation practices.


	· Please review my response to Responsibility #11 and #13 above.

· Please review my response to Personal Characteristics #7 below.

· Conceived, created, and installed JeppJobs.com, an intranet web site for subsidiary compensation services (Jeppesen) 8 times faster/more efficient than a similar site managed by the parent corporation (Boeing).

· At Denver Public Schools, prior to my hire, all compensation practices were paper based (job descriptions, policy, etc.).  dramatically increase service delivery, I conceived, designed, and installed the HR Department Intranet, with an inventory of all DPS jobs openings, job descriptions, salary schedules and related data.  Plus, I consolidated forty-two (42) separate salary schedules into one (1) salary schedule with no cost impact.


	15. Responsible for administering the Organization-wide Stock Option & Annual Incentive Performance Plan and the Corporate office’s Tuition Reimbursement processes.


	· Please review my response to Responsibility #12 above.

· Managed, revised, and administered Tuition Reimbursement plans.

· Written Sales Incentive Plans for both U.S. domestic and international sales staff.

· Updated changes to voluntary plan text to maintain legal/legislative compliance.



	RESPONSIBILITIES:
	ACTUAL WORK EXPERIENCE

	WORK EXPERIENCE 1: Minimum 10 years experience in Human Resources, at least 5 years of which is in compensation.


	· 30 years experience in Human Resources

· 25 years in compensation.



	WORK EXPERIENCE 2: Prior HR experience in a business unit or other “field” environment to develop business and operating knowledge from the user perspective.


	· HR business unit experience in aerospace, marine, public education, finance, health care, gaming, municipal government, IT, retail, manufacturing, property/casualty insurance, and HR consulting.
· Diverse work experience in private/public sector, profit/non-profit, union/non-union, multi-site/multi-state, U.S. domestic and international environments. The average employee population I've serviced is 9,611, and has ranged from less than 100 to over 60,000.


	WORK EXPERIENCE 3: Strong organizational, interpersonal, and communication skills.


	· My candidacy represents a tremendously diverse reservoir of knowledge about compensation (see response to “Work Experience 5” below) and, in particular, organizational development, change management, and position management.   My knowledge based enables me to consistently anticipate events that will positively or negatively impact the work environment.  Plus, I wield subject matter expertise over diverse communication strategies to convey existing and innovative (best) practices in compensation.



	WORK EXPERIENCE 4: Proficient in PC software including Excel, Word, and Powerpoint


	· Demonstrated proficiency in Excel (arguably my best friend), Word, and PowerPoint.

	WORK EXPERIENCE 5: Broad compensation experience including Expatriate compensation issues.


	· Broad, hands-on experience directing, managing, and designing all dimensions of employee compensation, from FLSA non-exempt labor positions to senior level executive compensation: 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 7,200 job descriptions, conducted over 3,500 job audits, conducted over 5,000 salary surveys, conducted equity/stock analysis, 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.  I've designed, managed and disseminated all compensation related communications for recruitment, employment policies, brochures, manuals, web site, etc. I've designed, managed, and conducted compensation training, including impact on corresponding employment law (FLSA, ADEA, EEO/AA/ADA, etc.] for employees within the HR department, and for all staff and management in business units.  My candidacy represents a tremendously diverse reservoir of employee compensation.



	WORK EXPERIENCE 6: CCP certification desired


	· Work related proficiency is equal to/greater than CCP certification. Consistent with the Uniform Guidelines on Employee Selection, I can validate all dimensions of skills, knowledge, and proficiencies.

	WORK EXPERIENCE 6: PeopleSoft experience desired 


	· Equivalent proficiency with JDEwards, ADP, Lawson, and several proprietary data management internal systems.  Managed HRIS, including desktop PC data base systems; wrote RFPs and evaluated HRIS vendors; and lead the research, coordination, implementation and conversions from internally designed HRIS to proprietary HRIS.


	PERSONAL CHARACTERISTICS:


	WORK RELATED INTERPERSONAL SKILLS, AND DEMONSTRATED PROFICIENCIES

	1. High energy level and strong work ethic, results oriented.


	· You will find me to be one of the most energetic people you'll ever meet, and I consistently approach my work effort in the same fashion - with vitality, fun, and a competitive desire to smartly produce work of the absolute best quality imaginable, in the shortest amount of time, with the lowest possible cost impact. 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! Equally important, you'll also find me to be a very self-motivated individual who manages in reference to the "big picture" while also maintaining a keen attention to detail, and a commitment to success.
· Energy Level – I've never used a sick day, with any employer!
· Energy Level – I've never filed a health claim, with any employer!
· Energy Level – USA Track and Field Champion in various events for over thirty (30) years! In August 2006, 1st place finish in the 100m, 200m, 400m at the Nebraska Senior Games and 1st place finish in the 200m, 400m at the Colorado State Games.
· It is my pleasure to write a letter of recommendation for Trip Reynolds, who served as the Vice President of Human Resources at Denver Community Federal Credit Union for three years. As President/CEO of Denver Community Federal Credit Union, I have had the pleasure of working directly with Trip. Trip has played a pivotal role in developing and implementing the HR programs that make DCFCU strong. His work ethic and communication skills would bring value to any new opportunity he pursues. Carla Hedrick, President/CEO, Denver Community Federal Credit Union


	2. Organized, effective communicator.


	· 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


	3. Self-motivated, capable of working with minimal direction.


	· Technical Skills Self-assessment: I make a point of keeping my technical skills as good or better than those of my staff and peers. I maintain an awareness of the evolution of compensation practices, employment law, and computer software, hardware and peripherals. For example, I wasn’t asked to conceive, design and install 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 did this because: (1) I have and will always take initiative to make my work and the work of my staff, peers and senior management simpler and more efficient, and (2) I wield the technical expertise in web site design - which is completely self-acquired – to complete the task.


	4. Positive attitude and sense of urgency.
	· Let me express my appreciation for the time and effort you devoted this summer to the development of salary proposals for teachers and administrators. I know that at times you worked at quite a hectic pace, but the quality of the work you produced is exemplary. I extend to you my sincere thanks and best wishes. Sharon A. Johnson, Interim Superintendent, Denver Public Schools


	5. Flexible and cooperative management style.
	· "Trip is straightforward in his demeanor and not afraid to address a negative situation. He would seek out solutions instead of fingerpoint. I consider him to have vision as well as the ability to follow through. He is honest, articulate and conceptual in his dealings with my company. He exhibits a 'can do' attitude with the discipline to get it done. He takes on the yoke of responsibility and has the drive and focus to achieve a goal with bottom line earnest. He is an excellent "people person" and knows his staff quite well." John M. Stepien, Regional Vice President, Nationwide Advertising Service
· Promoted 60% of all employees who immediately reported to me.
· Have never terminated any of my reports for cause.


	6. Fair, firm, and friendly; treats people with respect.

Sets and attains high personal and organizational standards.


	· Trip is not only a friend but also my mentor. He is able to adapt and use his expertise in any industry. As an 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


	7. Hands on, hard working, seasoned contributor; receives personal satisfaction from making a major impact on an organization.


	· I randomly audited sales incentive and compensation practices (at Jeppesen) and found them extremely lacking: inconsistent, inequitably designed, and not competitive with market.  I revised and implemented updated Sales Incentive Plans for both U.S. domestic and international aviation and marine sales staff; plus, I wrote a white-paper to prompt the evolution of product management and sales practices, and the reengineering of related compensation.
· At Denver Public Schools, discovered the Payroll Department's long-term practice of not paying employees at the rate of pay agreed to at hire. Wrote an assessment letter that communicated employment law considerations/liability, plus recommendations, which were approved, and implemented new policy. [Memo to Irv Moskowitz, Superintendent] Trip Reynolds identified the problem and impact of pay practices on employees that are hired at mid year. His analysis of the problem and corresponding recommendation reflects well on his work, as well as his proposed solution (which is attached). He has certainly proven to be an asset to the Department. Johnny Lydia, Chief Personnel Officer, Denver Public Schools
· "Trip has always made himself available to help others. He has participated in and supported numerous training, and organizational development activities and Trip was very helpful in working with me to establish the position of Total Quality Manager." Huey May, Total Quality Manager (Retired), City of Dallas


	8. Honest and open with a high sense of personal integrity.


	Given the increased concerns about employee safety and security, direct compliance to standards and policies for position sensitivity and background investigation have become extremely important.

· In order to provide HR services in the aerospace industry, I was required to pass a criminal background check, drug screening, security clearance and, as required, I successfully maintained compliance.

· In order to provide HR services in a K-12 public school district, I was required by State law to pass a criminal background check and, as required, I successfully maintained compliance.

· In order to provide HR services in the financial services industry and in the gaming industry, I was required to pass a criminal background check, required to be bondable and, as required, I successfully maintained compliance.

· In order to provide HR services in the health care service industry, I was required to pass a criminal background check, and required to maintain compliance. Additionally, I was required to act in constant compliance with all health care and safety considerations, which frequently required direct access to both hospital and research facilities with immediate risk to contagious diseases, including Tuberculosis, HIV/AIDS, and numerous other pulmonary diseases, allergies, and disorders.

· In order to provide HR services in a municipal government, I was required by City Ordinance to pass a criminal background check and, as required, I successfully maintained compliance.



	9. Ability to gain the personal and professional respect of people inside and outside of the organization.


	· I’m accustomed to conducting oral presentations, seminars, and public speaking on all HR issues, internally and externally, 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.
· Trip has been an invaluable resource for us the past few years. As you are aware, Human Resources is a landscape littered with many potential landmines. He has extensive knowledge in this area, and we have always been very comfortable relying upon his advice. Trip has given us excellent counsel on many different situations. He has also composed exceptional documents for us to handle these various situations. Please feel free to contact me regarding Trip Reynolds. I would be happy to give my highest recommendation regarding him and his expertise in the HR field. Bradley H. Harvey, President/CEO, Horizons North Credit Union
· "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 and I had the opportunity to work together on the 1992/93 United Way campaign at National Jewish. That campaign produced the highest dollars raised by National Jewish and placed the Center at the top of Denver hospitals in employee participation. Trip is not afraid to step out of the box and try new and innovative approaches rather than do things the way they have always been done. In looking at Trip and his many talents he is certainly someone that would be an asset to any management team." Jan M. Swanson, Assistant Campaign Director, Mile High United Way


	TRAVEL: 10% –30% to Group locations
	· U.S. domestic and international travel (my passport is valid and current) of 10% to 30% is not a problem.

· During the past 18 months, my work related travel has included the following cities: Seattle, Washington (twice); San Jose, California; New York, New York (twice); and Portland, Oregon.



	LOCATION: Corporate Headquarters, Milwaukee, Wisconsin
	· As a former resident of Chicago, I’ve had the opportunity to visit Milwaukee on numerous occasions, and I welcome an opportunity to relocate.
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