Harold J. Reynolds, 303-537-3827
harold.reynolds@earthlink.net
Essay Questions

1. Explain how you would structure a program to educate the workforce about gender and racial discrimination and harassment.  Further, explain the policies you would employ.  How would your program protect the organization from litigation?

Response: With limited exception, as required by law, most public sector employers must act in compliance to a whole suite of employment laws (such as Title VII, Executive Order 11246, Americans with Disabilities Act, Rehabilitation Act of 1973, Equal Pay Act, etc.) which, in one way or another deal with sex, race, harassment, etc., and these laws must be posted at the workplace in a common area accessible to all employees.  Consequently, the first “program” to define, educate, and communicate gender, racial discrimination, and harassment in the workplace is Federal legislation, which, in some cases is embellished through the jurisdiction of local/municipal ordinances, State law, etc.  Given the aforementioned, all subsequent employee communications should be aligned to these official, legal communications.

For the most part, and despite all appearances to the contrary, the continued existence of the Glass Ceiling [less than 1% of all executive level positions are held by minorities and women] validates that most public and private sector employers do very little beyond (a) posting the aforementioned legal requirements, and (b) nicely packaging their commitment to AA/EEO in a published Affirmative Action Plan document.  Clearly, there’s a big difference between educating a workforce about non-discriminatory/illegal practices involving gender, race, and harassment versus elevating a workforce to actively embrace these principles as established by law.

Without regard to being a minority, I also have a fiduciary responsibility to my employer.  So, I do not support training programs that inappropriately skew gender, race and harassment issues to one sex (male) or to one race (White).  These programs are counter-productive and do very little to level the playing field.  As an HR pro who’s never lost a decision to the EEOC (approximately 20 consecutive wins), 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, all employer-based “discrimination education” programs I’ve installed – and they work - are bereft of any reference to race, sex, disability, etc.  Why?  With very few exceptions, an employee is not hired to be male, or female, or disabled, etc.  So, frankly, it’s bad business to focus on factors that are not compensatory and illegal!  With this in mind, I re-direct discrimination education programs (even the “canned” ones) to 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, which includes using both (trained) non-management and management to conduct discrimination education training, the training emphasis is on “the work,” and the creation and measurement of uniform guidelines and standards to evaluate, promote, or discipline staff. 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!

2. Workplace mobility.  What programs would you implement to assist employees as they desire to advance in the organization or transition to other jobs or divisions?

Response: Ultimately, workplace mobility is defined through position hierarchy, both vertical and lateral.  In the absence of clearly defined position hierarchy workplace mobility is not strategic and, if and when it occurs, it typically happens subjectively, inequitably, and politically through senior executives who function as “satellites of power” and without consideration of equitable relationships with similarly performing positions located in and controlled by their peers.  This is a highly inefficient way to conduct position management.

Proudly, I am a major proponent of career advancement - which includes the creation of thousands of career series in extremely diverse private/public sector, profit/non-profit, union/non-union and multi-site/multi-state and international environments.  For example, at the City of Dallas I conducted the analysis and subsequently created career mobility that, for the very first time, established that Fire dispatch operations could have greater workplace mobility (career opportunities) than Police dispatch which previously shared the same alignment.  I’ve also established career mobility practices in aerospace, finance, health care, gaming, IT, retail, manufacturing, public education, municipal government, and property/casualty insurance industry.  

It’s been my on-going practice to establish and maintain position hierarchy, which enables workplace mobility, through all of the following programs and/or related activities:

a. Compensation Philosophy that defines standards for internal equity, external competitiveness, and Position Management;

b. Installation or update of an effective job evaluation system;

c. Management succession with both vertical and lateral dimensions;

d. Employee retention policies that define practices for job offers and counter offers;

e. Cross-functional alignment (between departments/divisions, etc.);

f. Alignment to business unit objectives, and service delivery requirements;

g. Open Access – Employee access to job descriptions, salary schedules, etc.

h. AA/EEO/ADA/Diversity compliance [Notably, in my experience race-based promotional policies, including Conciliation Agreements with the OFCCP are not necessary if selection criteria is derived through application of the Uniform Guidelines of Employee Selection];

i. Training and development, with concurrent internal career counseling;

j. The creation and maintenance of job descriptions/position classifications for all positions.  Plus, the concurrent creation of related job standards;

k. The frequent and on-going communication of promotional polices and practices to staff and management, with an emphasis on growth promotions that establish (based on achievement of designated standards of performance) automatic upward or lateral movement into or between positions.

3. Please explain your response to this hypothetical issue: A supervisor approaches you as the Human Resources Director and seeks advice/guidance.  The supervisor has noticed a decrease in performance in one of his/her subordinates the last few months and there are rumors of recent substance abuse.  How would you advise the supervisor to proceed?

Response: Given the impromptu approach by the supervisor, and without any prior knowledge of the circumstances surrounding this event, my immediate one-on-one discussion with the supervisor would involve the following Action Plan and related Q & A.

Action Plan

a. Question 1: Do job standards exist that define the required performance standards, and have these performance standards been communicated to the employee?  If yes, please produce an accurate measurement of the alleged decrease in performance.  Include actual dates or interval where employee failed to meet established job standards.  If job standards do not exist, please provide a “statement of work” that applies to all employees engaged in the same work activity.  ACTION: If appropriate, we will establish a Performance Improvement Plan (PIP) for this employee.

b. Question 2: Has the alleged decrease in employee performance already been captured through a PIP where the employee has been advised of termination for failure to meet and maintain performance standards during a 90-day, 6-month, or other established period for performance review?  ACTION: If the period of review is completed, we will move to terminate the employee.

c. Question 3: Is the alleged decrease in employee performance a reoccurrence?  If yes, what was the nature and scope of the previous decrease in performance, and what solution(s)/remedies were applied?  If the alleged decrease in employee performance in not a reoccurrence, have there been any changes in staff, operating conditions, reporting relationships, bargaining agreements, etc., that might have prompted a decrease in performance?  ACTION: To be determined after feedback from immediate supervisor and case review.

d. Question 4: Are you aware of any Employee Relations (ER) issues [AA/EEO/ADA, harassment, etc.] or any Employee Assistance Program (EAP) issues [divorce, marriage, death, birth, senior/dependent care, drug use/abuse, etc.] which might have caused the alleged decrease in performance?  If yes, what is the specific status for the handling of any related ER and/or EAP cases.  ACTION: To be determined after feedback from immediate supervisor and case review.

e. Question 5: As authorized by a licensed physician, is the employee taking prescription drugs which might result in a temporary decrease in performance?  If yes, did the employee (or an authorized individual per HIPPA guidelines, Worker Compensation, etc.) provide notice of such to the immediate supervisor, other designated management, or to the Human Resources Department?  ACTION: To be determined after feedback from immediate supervisor and case review.

f. Question 6: Did the decrease in performance occur after the employee returned to work from a workers compensation claim?  If yes, was maximum medical improvement (MMI) validated and authorized prior to the employee’s return to work?  ACTION: To be determined after feedback from immediate supervisor and case review.
g. Question 7: Is this decrease in performance mirrored by other employees?  If yes, please identify all employees with a similar decrease in performance, health related or not.  ACTION: To be determined after feedback from immediate supervisor and case review, including local/state Departments of Health, Center for Disease Control, State laws governing employee associations, NLRB, etc.

h. Question 8: What is the source of the alleged rumors of substance abuse?  Has the alleged substance abuse been validated by two or more independent, objective sources?  ACTION: To be determined after feedback from immediate supervisor and case review, including ADA and related employment law.

4. Discuss how you develop those persons that report to you?  Do you develop your subordinates for promotion?  How many have you assisted? 

Response: For over twenty years, it’s been my practice to successfully develop staff by:

a. Constantly challenging my staff to work with sovereign authority (i.e., ownership) over their designated essential functions;

b. Constantly challenging my staff to produce solutions before the need for such.

The informal interpretation of the aforementioned is this: I want my staff to be constantly thinking about ways to make their jobs easier (yes, easier!), faster, more efficient, less time consuming – which makes my job (and my immediate supervisor’s job) easier and, most importantly, it makes the delivery of HR services to our internal and external clients far more efficient.  I develop my staff to “manage up” their ideas, so that, as a team, we can focus less on minutia and move on to things of much greater importance!  As I’ve said to my FLSA exempt and non-exempt staff many times, “As long as you perform the required service demands (essential functions) of your job, as long as you don’t cut corners or violate any safety requirements, or violate employer policies or employment laws, what’s the downside of YOU making your job easier?”   In response, I’ve never had an employee tell me it’s in their best interest to work inefficiently.

Additionally, I’m in a very unique position to do more than to just support or encourage my staff to “manage up” their ideas.  Unlike my staff, peers, and executive management I have an extraordinary knowledge of jobs [I’ve personally evaluated over 7,000 jobs, written over 6,000 job descriptions, conducted over 3,800 job audits, interviewed over 4,000 candidates, terminated over 1,000 employees, created over 2,500 salary schedules, established job standards and reviewed performance appraisals for over 30,000 employees, and created over 50,000 jobs].  I know how to create, compile, add, change, and modify essential functions/jobs to achieve strategic objectives.  Consequently, I’m able to effectively guide and development my staff to higher levels of performance and promotion because I’m not shooting in the dark.  If need be, I can run with red lights and sirens to evolve jobs to immediately support direction from executive management. 
· I intentionally develop my staff for promotion.  Notably, I’ve promoted 60% of all employees who immediately reported to me.
· On the other end of the spectrum, although I’ve terminated hundreds of employees in other departments for all kinds of reasons, I’ve never had to terminate any of my reports for cause.  Proudly but humbly, I have subject matter expertise in employee recruitment and selection, training and development, reward and recognition, and discipline.
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
Technical Skills Self-assessment: Plus, I conduct “development by example” by making a point of keeping my technical skills as good as or better than those of my staff and peers.  

· Constantly challenging and initiating voluntary and involuntary training for my staff and myself;
· Maintaining a constant awareness of the evolution of all HR disciplines including computer software, hardware, and peripherals that support the performance of these disciplines.
 Then, I use this knowledge to (again) constantly challenge my staff to higher levels of performance!
