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EDUCATIONAL BACKGROUND
B.S., Business Administration, The Citadel, Charleston, SC, 1973

MILITARY SERVICE

Honorable Discharge, Captain, U.S. Marine Corps, 1973-1976


CAREER EXPERIENCE

XYZ Networks, Inc., Dallas, TX
2000 - 2002

Vice President, Global Human Resources


Sequent Computer Systems, Inc., Beaverton, OR
1999 - 2000      

Vice President, Global Human Resources

Data General Corporation, Westbourough, MA
1987 - 1999 

Sr. Director, Human Resources, Worldwide    
1997 - 1999

Director, Human Resources, U.S., Canada & Latin America Operations  
1993 - 1997

Director, Human Resources, Western Operations & Asia Pacific, Irvine, CA 
1987 - 1993
American Diversified Corporation, Newport Beach, CA 
1984 - 1987   

Vice President, Human Resources                                                      

United Technologies, Mostek Corporation, Dallas, TX
1982 - 1984

Director Of Human Resources

Electronics Data Systems Corporation, Dallas, TX
1976 - 1982   

Director Of Human Resources  
1981 - 1982

Manager, Professional Employment/Personnel  
1979 - 1981
Project Leader/Corporate Recruiter 
1978 - 1979

EXECUTIVE SUMMARY

Having worked in Fortune 10 to start-up companies, with expertise in turnaround and high growth situations, strategic modeling, organization design and restructuring, recruiting, performance management, succession planning, compensation, benefits and employee relations, Bob Doe is an executive with 25 years of technology industry oriented human resources experience. Recently acquired by Siemens, Bob was most recently the Vice President, Global Human Resources for the $500M publicly traded XYZ Networks - a leading provider of broadband Internet access products. Bob’s style comes across as very hands-on from start-ups to having managed very large organizations. “Certainly with larger organizations, you have to delegate, and having great people makes all the difference as it’s ultimately all about people”, says Bob.

As Vice President, Global Human Resources, reporting to the President and CEO, with XYZ Networks, Bob was responsible for the total human resources function at XYZ, and worked closely with the Board Chairman and consulted with the Directors.  “This role was “very, very hands on. A lot of time teaching and selling and consulting to executives.”  Bob designed the human resources business plan that supported growth of the company from $2M in revenue to +$500M in 18 months, and successfully managed three acquisitions.  Bob personally recruited over nine key executives in sales, marketing and engineering in the Americas, EMEA and Asia Pacific, in addition to having developed a recruiting strategy that grew the company from 100 to 600 employees while reducing cost per hire from $20K to $5K, a savings of $5 million.  Bob also assumed key role in doing due diligence, negotiating, and developing retention agreements that ensured the sale of the company to Siemens.

Recruited by the CEO, an entrepreneur extraordinaire who had maybe 100 people in the company at the point of Bob’s hire - The CEO had just taken the company public, which was the “bad news” for Bob, having just missed the IPO window.  There were a lot of people in the broadband Internet access space or that were trying to get in that space. The CEO felt that he needed to quickly grow the company, and he needed not only to create this marketplace, but dominate it quickly for in the CEO’s mind there’s going to be a lot of industry shake out. The CEO felt if XYZ were successful in ramping the company, they’d own the market. The CEO wanted someone who had “been there-done that” HR experience in terms of reengineering, down sizing, organizational development of a business – how you organize it, how you identify and keep key players, how you scale it, how you build it.  The company’s HR function for all intensive purposes didn’t exist prior to Bob’s arrival.  They’d hired very low-key inexperienced people, there was no HRS, no employee measurement system, and the group wasn’t even able to function as a staffing entity; it was more of an administrative group that dealt with payroll and some of the employee relations issues. 

“I signed up, moved to Dallas, and first off just spent a lot of time with the CEO who’d grown up in finance and had been a CFO for a couple of startups. He’s a very hands-on entrepreneur, controlled, excellent with numbers, but when you talk about delegating responsibility or how do you set up budgets so that you can sleep at night after having empowered people and these people feel empowered – not his strong suit.”  Some members of the original start-up team were not capable of scaling the company, and Bob spent a lot of time with the CEO just talking about where the CEO wanted to take the company and advising the CEO how to scale the organization given that target.  Bob helped the CEO identify the keepers and “the good people” that would unfortunately need to be replaced given their inability to scale. 

“We were running Europe out of Amsterdam and the Asian Pacific crew out of Singapore. In my mind, we had too many people for what we were getting on the return. In the US we really had no recruiting going on other than third-party search firms - really contingency firms - not search firms, and we were really spending money like water with no tracking. I didn’t even want to think about the EOC implications or affirmative action implications.  I came in and outlined an HR business plan.  I said, “These are the things I think HR should be touching and supporting and recruiting is one of those; orientation, training and development of the work forces is another. We have to design a compensation system that fits within the budget certainly and is competitive in the environment, but can be explained to and perceived by people as a motivator as opposed to a de-motivator.  We need an employee measurement system so folks understand what we’re measuring, and we need management and executive development.  We do all this around trying to understand, once we’ve built the organization model, how do we populate it with a thing called “people”.  And again, going back to what are the competencies we’re going to look for, what are the skills, knowledge and personal attributes we’re going to go after?”

Bob drove the succession plan - really in the first year - putting the base line in place. “The succession plan, to me, is an everyday, ongoing, living thing.  Quarterly, you have to have discussions with the succession plan as a topic – If you get hit by a truck tomorrow, Mr. CEO, what are we going to do? What would the Board do? If our VP of Engineering isn’t here, who’s next? What I did was develop that plan, and say what we want to have identified are who the key employees are in the company – who we should be investing in.  Obviously, the management team has to participate in the selection. The executive team says, Well these are great people. And I say, Well okay, we say they are great people, but do -they- know they are great people? Do they know they are key to the company? Do they know we think they are key to the company? How much access do they get to the executive team? How often does the Chairman come in or the CEO and have breakfast or lunch with these folks? What are we doing to ensure that they understand they are important, we want them here, they are important to the company, and how do we communicate that? That kind of evolved the succession plan model, and again with more discussions - then saying, Let’s have a development discussion around what the developmental needs of these people are. Where do we develop them? Is it in their business skill? Is it in their people management skills, financial skills, etc.?  So we developed a program around that for those key individuals.”

Out of the $500M in growth, maybe $100M was a result of acquisitions with the other $400M being organic growth. The market just exploded. XYZ started out selling a DSL modem and software where the average sale price started at $300 - $400.  When XYZ introduced the enhanced product they eventually brought to market, it sold for about $42.00.  “I would say that the largest surprise to any of us was - the price - it just fell off the truck. We knew it was going to, and we had planned for it to fly, but the acquisition strategy was to go and get more software broadband access companies where you have higher margins to offset it. But---I mean---going from $400 to $42 in less than 15 months.”

XYZ’s manufacturing output was about 100,000 units per quarter. “I can remember taking the HR department, for several quarters, and going to where we were doing QA testing off of PC’s with our product. One of our challenges was just that – QA; we were shipping product and using a third-party vendor with the outsourced manufacturing of our products coming out of Mexico, Hong Kong or China.   In some cases you’d really never know  - Does this stuff work?  - and you don’t want to find out when it hits the end user.  In our case, QA was one of the struggles we had going on.  I remember in Canada we had a case where the product was actually smoking, and that is not a good thing to have.”

“With the majority of our manufacturing outsourced through contract manufacturing in Mexico, Hong Kong and China, we had the QA associated with that process. Shipping out of Mexico, Hong Kong, and China, we were shipping more and more every day, but the QA piece of the manufacturing was one of our big problems - the product wasn’t arriving on time, the cables were wrong, we’d sent product to Europe, not with European power supplies, but with US power supplies which didn’t work. It ended up with me ultimately replacing the VP of Operations.  I can remember troubleshooting it with him and talking through the process with him. I asked him, OK, for example, when we ship from our third party out of Mexico, Hong Kong, or China - when it’s shipping – who’s there? Who is doing the quality check? He’d respond, Well, nobody. I’d respond, Okay that could be a problem. Perhaps the Mexico contract guys aren’t that concerned. I said that part of the problem is that there is no one who wakes up in the morning and goes to sleep around here called - the Director of Quality. If you don’t have one, then how can you say it’s important?  Same if you don’t have a mission statement, or a customer value statement. So that led us down the path where we got the right person and then started down the path realizing we needed ISO certification.”

Bob was involved from ground zero in terms doing the due diligence associated with the companies XYZ acquired. Once they looked at the company and decided they’re going after it, Bob had already met with the key players within the to be acquired company’s organization. He would assess the benefit programs, the pay programs and how it would all map into XYZ’s organization. “All of this needs to be in the context of the decisions you’ve made regarding, acquiring the company - because we want to add it to our portfolio, or acquiring and bringing in the company’s technology and not its people.  In my experience with acquisitions, a lot of times this fundamental question/decision gets blurred causing a lot of problems with regards to what you’re communicating up front, and what the integration looks like. In our case we were acquiring the companies, not simply the technology.  I counseled the CEO regarding the reason acquisitions usually get screwed up.  The company to be acquired is successful because of who they are (i.e., their brand, their people, their value system, how they operate as a team, etc.).  When you acquire that team you should be acquiring it because you see that has value.  The first thing you see the acquiring company do is say, “Ok, we want to acquire a team”, and then the first thing they want to do is go screw with culture of the company being acquired, upset those people, and then wonder why it goes to heck in a hand-basket two day later or down the road. I said, We’ve got to look at these people like customers, and the first thing is - they don’t know us from Adam.  Their natural reaction is they are not going to trust us, because anybody who can read a paper today would say, Well what happens in acquisitions is you lose your job.  Once we identify what we were doing, I’d done my homework in terms of the benefits and pay, etc. so when we did the acquisition, we knew where we had better programs than the company to be acquired; it was going to be a good sell for the acquired employee. I also knew if we had a problem in terms of benefits, compensation, jobs, locations, or policies, and structured the introduction of this to the employees with both management teams. We’d personally go out and address the acquired employees giving them a full presentation on who we are, what we’re doing, and why this is good.  We’d talk about benefits, and in our case (a lot of times) our benefits, policies and procedures were superior to what they had.  That’s kind of an easy sell in terms of you’re going to get a lot more out of this as a result of being acquired.”

After obtaining a BS in Business Administration from The Citadel (The USMC “Academy”) in Charleston, South Carolina, Bob was commissioned as an officer in the USMC spending the next 3-4 years on active duty.  Bob made the decision that he didn’t want to pursue the USMC as a career.  After being honorably discharged, Bob interviewed with Electronic Data Systems, founded by Ross Perot.  Interviewing for a systems engineering role, which EDS heavily recruited for engineering development program and computer development programs from the military, “The EDS corporate recruiter asked me what I’d like to do after the interview, and I said I thought I’d really like to do what he did. He was surprised at my answer.”  Bob was hired as a corporate recruiter, was trained me and recruited different levels of engineers, system integrators, database integrators, computer operators. There were five awards that you could win, and Bob took three of the five in his first year ending up being promoted into project leadership where he revamped the collage recruiting program for EDS increasing productivity and reducing associated program costs. 

Bob was subsequently promoted back to Dallas managing the employment function and ran special projects for Perot dealing with international assignments and some merger and acquisition work.  EDS’s business was facilities management. They would end up taking over data processing departments and functions within the client company.  Bob would come into a client and tell a team “Congratulations, you’re no longer working for the bank; you’re now working for EDS.”  Bob designed the process so EDS could retain people, and have the best possible employee relations given that type of environment.  

As EDS grew, Bob formed divisions and developed the HR function for the Financial Services Division from ground zero including employee relations, and the HRIS.
After 6 years with EDS, Bob was recruited by United Technologies Corporation (UT), a very large Fortune 10 company that had just acquired a semiconductor company in Dallas called Mostek Corporation.  UT’s idea was to invest and grow Mostek rapidly, recruiting Bob as a HR Director, to focus the growth pattern, design the recruiting plan and the employee relations support.  Mostek was about to go from one to four fabs - simultaneously bringing aboard a lot of folks in a short period of time, a very diverse and large non-exempt and exempt personnel mix.  “We didn’t want union involvement and wanted to maintain employee relations. We were successful in our objectives personally bringing aboard many of the senior officers.”  

The semiconductor business itself is one of feast or famine. At that time, everybody still thought they could compete with Intel in the market. “I thought at the time that I’d probably just stay with UDT; they owned Pratt & Whitney that supports aircraft and a lot of their electronics sector, but I received a recruiting call for a company in Southern California called American Diversified Corp. (ADC), a major So. CA based real-estate/financial services institution.  It was a publicly held company and they recruited me as a Director of Recruiting reporting to an SVP of HR.”

“My boss lasted about two months after I got there. I basically said I want his job and they told me you’re too young and too inexperienced, and I said fine, I’m going to go help you build the company.  We’ll figure it out.  Two months later, I guess they figured it out because I got the job. “

As VP, Human Resources with ADC, Bob was responsible for total human resources function during its growth from 200 to 2,000 employees and from $5M to $150M in revenue in a two-year period.  Bob was a member of the Executive Planning and Compensation committees, where he led the development of all executive compensation, field incentive and benefit programs.  He also implemented a self-insured managed care program resulting in one of the lowest per capita costs in the industry, negotiated, selected and installed human resources information and payroll systems, and was directly responsible for recruitment of all senior level officers within the organization.

Bob helped developed 5 different companies including an asset management company, a syndication company, and a development company. ADC would finance the projects, do commercial projects, multipurpose housing, commercial buildings, industrial alcohol plants, alternative energy, wind farms, and would manage all those projects gleaning those fees and then syndicate the projects - all back when you could put them in a partnership and sell them in shelters. The company was doing just incredible. Bob built the HR function from the ground zero, chose the HRS platform, implemented performance management systems, designed the executive and sales incentive compensation, job descriptions, and interfaced with key members of the team. “It was a “you name it kind of soup to nuts great opportunity.  Life was very good in Southern California.  I was single at the time, and I thought this was the greatest thing in the world.  All you’ve got to do is work hard. And then… like overnight the S&L crisis hit, the tax laws changed and our entire model kind of imploded from a revenue standpoint.”  Bob spent the last year taking apart what they’d built - lots of restructuring, lots of layoffs - successfully managing this activity with no significant litigation.  He took companies through bankruptcy, and became very familiar with the litigious world as a result. 

Bob wasn’t sure what he was going to do next. The ADC companies were spinning off; they weren’t subsidiaries, they were actually separate companies.  Bob knew and still knows a lot of the presidents personally, and was thinking about going on the asset management side.  He received a call from a search firm doing a search for a company called Data General Corp. (DG). DG was about $2-3B and 18000 people, a global company.  They were looking for someone who had change management and reengineering experience.  They had basically missed the PC side of the market, the business model wasn’t working, they were loosing lots of money, and there was basically going to have to be a major reengineering of the company.  The GM Bob was going to be working with was an Aussie out of ICL they had recruited.  Bob had spent enough time in the Asia Pacific market that he decided to accept the role of Director, Human Resources, Western Operations & Asia Pacific.

As Director, HR, Western Operations & Asia Pacific, Bob was responsible for the HR function supporting the Western U.S. and Asia Pacific and over 100 sales, system integration and customer service locations covering more than 20 states and 6 Asia Pacific subsidiaries.  He also designed manpower planning models for fiscal planning, and implemented staffing programs resulting in over 200 professional hires while lowering the cost per hire by 50%, and the time to fill dropped to 45 days.

Working with senior management for the Western half of the US and Asia Pac, the role’s focus centered on looking at what DG was doing, where they going to go, what were the needed skill sets.  This was an entrepreneurial, incentive driven group of people focused on customers and on being the best they could be.  The group was focused on the top branded player.  The role was to develop the HR plan that was going to support the business model. Bob’s role was really to act as a strong consultant and partner with the general manager. “I held a series of meetings to hammer out what are our goals?  What do we want to become?  How are we organized?  Let’s look at our options. Could we organize better?  I’ve got to increase revenue, I’ve got to increase margin, and I have to get operating expense out of this.  And, Oh by the way, you’ve probably got to create an environment allowing us to retain the employees who we want to retain who are very good given they will obviously go somewhere else with a company that is doing better if we don’t. My role was sitting in those meetings and actively participating at the table.”

Bob proposed creating a competency-based model. “We were going to have to greatly downsize the cost out of the business, and a lot of that is labor and people so you’re going to take a lot of folks out of business.  Meanwhile you have to retain your key people. We needed to assess which of those key people could we really develop and train for the new world, which of those people weren’t going to make it, and how much time do we have to do all that.”   

“We were backfilling to a different model within the company. Sun Micro and others were very aggressive in their approach going toward the workstation environment. Our sales people were really more account management types (i.e., farmers not hunters) skill set wise that weren’t motivated by compensation plans or anything else, and basically just wanted to manage an account where they were known.  I knew we needed competitive people skilled at really going out and creating marketing share (i.e., hunting not farming), and knew we had to recruit an entirely different type of person.  We designed the compensation system around the competency-based modeling we employed. The net of it is we turned it around, and took a lot of people out of the business while in the process.”

Bob directed the design and installation of a computerized productivity system to track and analyze the field sales force. It increased the revenue productivity per sales representative by 20 percent, an average of $150K per representative.   “I felt we needed some sort of productivity system, and I designed one with our IS dept. that would enable us to get some sort of tracking of the sales force relative to goals and then present that in an easy to read instrument panel.  Sales had something in place, but I was coming at it from how long have sales rep’s been at DG, what are they producing as compared to average productivity and our expectation, what percentage of that population is being successful and what percentage isn’t.”  From Bob’s perspective, it was really one of the mandates of the GM.  It made sense to Bob to create a picture that can easily be looked at to analyze, for example, if 80% of sales reps are failing, something is wrong, and the associated costs and turn over with that failure is huge.

As a result of Bob’s and the group’s success hitting their numbers, he got a call from the Chief Administration Officer for DG who wanted Bob to come to Corp. HQ in Boston, and do more of what Bob was doing.  Bob was promoted to Director, Human Resources, U.S., Canada & Latin America Operations.

As Director, HR, U.S., Canada & Latin America Operations, Bob was responsible for all aspects of Human Resources in support of North America Sales, Systems Integration and Customer Service business units covering the U.S., Canada and Latin America and included five subsidiaries in Latin America, and a subsidiary in Canada.

The new role wasn’t simply a scaling up of responsibilities as compared to his previous role; it was much different with bigger problems, lots of differences with culture - especially Latin American. Bob dealt with a new set of bosses who were dealing directly with the CEO and the Board. The Board was going through lots of change, and had come in at that point and taken out the original founder bringing in Ron Skates as CEO, a 26 yr vet of PriceWaterhouse with a style much different than the original founder.  Now Bob is interfacing, reporting and presenting all at the corporate and board level.  The role was broader in terms of looking at benefits costs and programs, the HRS, and the whole implementation of tools and dealing with 5 Latin America subsidiaries.  Bob personally went down and took out the GM who was not being successful.  

Bob devised U.S. recruitment and staffing strategies, resulting in 400+ professional sales, system integration, customer service hires on an average cost-per-hire of $2,500. Similar to his previous role, developed a sales skills modeling/testing process for newly hired sales managers and sales reps resulting in reducing overall attrition by 22% and increasing revenue an average of $275K per newly hired sales rep within their first year of employment. 

Bob also managed restructuring and downsizing affecting 2,000 employees all while retaining key employees without experiencing any significant litigation.  The net being DG had to do a major across the board cut.  Bob headed and facilitated the process, and drove the process design, communication with the executive team, the consulting piece for the executive team to sit down and go through and understanding their various roles.  Bob worked directly with Legal, the local EOC, and state and federal laws to make sure we were in compliance. 

“Once we got the mandate, we then came up with the direction we were going to go.  I sat down with the key executives to determine what kind of reduction we’d do - an across the board cut, or a performance based cut.  We decided on a performance-based reduction. We also had some very large manufacturing areas, and we’re still doing our own silicon spins, manufacturing a lot in the US, and we’re going to move that to third-party vendors - outsourcing the stuff again. We did a rank and stack process that kind of rolled from the bottom up then, followed by my chairing a RIF committee.  We took the managers and got in a room where we sat down and went through it all. What we found, by the way, is the best way to do this stuff is you have real hard discussions about - I don’t agree or I do agree. Once we got the management team through that process, we had identified our list and in some places locations we were closing. We addressed the warrant act, we addressed severance, outplacement, did the costing model, and then we had training sessions for those that were going to be communicating the news, the legal office was very much involved, we communicated to the executive team, agreed on a date, and implemented it.”

Given the relevance with “The Client”’s situation, we asked Bob to elaborate a bit more.  

“There are a number of approaches you can take in the process, but my experience with this one in particular was a performance-based analysis in the context of knowing this is where we want to go. We already understand where we’re going to have to take costs out.  Each individual VP, for example, understands what their contribution needs to be to support were we want to go.  So the Manufacturing, G&A, HRS, Sales, Engineering, QA, and Ops organizations are all part of that team. The next step is, knowing next 12 months’ objectives, I want them to do a wide stack rank. I want their best effort with regards to must have, must need, and must retain - down to identifying those who’d be the ones that you’d give up given what their marching orders are.  When you force the stack rank, and especially with large numbers or small numbers, it creates a very clear picture for discussion. Overlay that with the numbers, and say - okay now let’s get in a room and talk through this. You can then surface debate amongst managers. Someone feels they are not contributing enough, or they strongly disagree (i.e., “If you let that guy go it’s going to affect my sales channel, or it’s going to affect my ability to ship.”) and you have those discussions. I think it brings the management team to grips with the whole process from a corporate perspective; it positions them to look at that. It also let’s them defend their own turf if they want to, or attack someone else’s turf.  In my mind, it’s one of the best ways I’ve found just to get down to the bottom line of those who are going to be affected asking - Are we making the right people decisions here? From an HR standpoint, I would take it and run an adverse impact analysis, look at the EOC implications.  I’ve come back to the executive team, and in some cases I might say, No, that’s a veto.  It’s too much of a high-risk deal. We’re going to get sued, and litigation is very expensive. or in some cases say, Here’s the risk associated with this, and in my judgment, based on my experience in consulting with our legal group I feel we can manage the risk. Once we’re through all that, and in our case you have to do the Warrant Act notification, you then have to train those folks who are gong to deliver what is not good news.  For that we have scripts, we have the RIF packages for each individual. I led the discussion of - You have to understand there’s nothing good in what you’re going to do today. There’s no good news for some, but you’re communicating a message, you’re not here to discuss, those are the decisions that have been made, and we going to treat people as best we can. Security is another factor that you need to be taking into consideration.”

Bob was subsequently promoted to Sr. Director, HR, Worldwide responsible for all aspects of HR in support of the America’s, Pan European and Asia Pacific.  Bob participated in the development of the strategic business plan, formulated worldwide recruitment and staffing strategies resulting in 1000+ professional sales/system integration/manufacturing/R&D hires, established a competency–based worldwide management assessment and development program integrating the hiring model, performance evaluations and succession planning, and managed all salary/incentive compensation programs for executives and sales representatives, worldwide.

At this point, as a result of a major restructuring, DG had come from 18,000 people down to probably 6000, and was also at that time staging the company into two different companies: one being the server division that was competing with Sun and HP, and the second being a newly created a storage division called Clarion.  “Sitting at the table” on a global basis, Bob’s role in this was in talking in terms of what DG was going to do next – the business DG thought they could migrate to was the storage business. Bob said the obvious problem was DG’s size and brand awareness in this market.  “It was almost Data General who? As compared to and IBM or Compact or Sun, we’re having to drive much harder. We formulated a group to investigate going and doing that, and once we decided we wanted to, I was the one who was fighting very hard for -not- integrating Clarion into DG, but putting them in an off-campus situation, and let them create their own culture since it’s going to be a different business.  I felt if we integrated too much we’re going to destroy the entrepreneurial piece we’re trying to create.” Simultaneously DG had to hire lots of folks on a global basis. Bob was responsible for formulating a worldwide recruitment staff and strategy. “Which meant hiring -my kind of recruiters- versus the folks we had.  I ended up taking out the European HR Director.”  Once again, Bob drove a competency-based approach.  “We weren’t hiring to a model, and to a certain extent, a lot of folks hire to - the model that’s in their head.”

“First I sold the idea - if we were able to test people, and we understood the model we’re going to hire to, the odds of us hiring correctly and that person doing what we wanted him or her to do would be much more successful than how we had been doing it.  Once everyone agreed to this, I brought in a psychologist I’d worked with before, and we took a competency based model where you choose a number of officers, in our case we’re going to focus on sales and sales management. You bring in the successful folks that have been in the roles they are in, and model the competencies droving their success.  The way the modeling works is you put a number of people in a room and say which of the competencies is more important to you? I remember this example because the Sale VP, who was an Englishman sitting next to me said, “Absolutely drive is. Beyond a shadow of a doubt it’s drive. That’s what you need the most; you need to be able to get out and do it and deal with a lot of negative feelings. This is the most important.” I responded by saying, Well I think that’s crazy; the most important factor for a sales person is initiative - it implies some logic in how they go about their plan versus - I’m a driver and I work hard every day. So you’ve a bit of a donnybrook discussion, and then the psychologist who is facilitating it stops it and says - okay vote. Something wins since you have an odd number of people in the room. Then you go to the next competency and so on. It’s a long day, or days, and its very stressful and numbing to your head, and the psychologist facilitates formulating a model. Then we look at that picture.  We came up with drive, initiative, relationship building, critical thinking and self-confidence as the top five key competencies we wanted to go to in the context of the sales roles.  Taking that role, I wanted to be able to test applicants against the key 5.  We then did a modeling exercise taking our incumbent sales force, and went out and did a blind test where someone goes out and tests people. We don’t tell him whom we think is good or bad; he’ll come back and tell us. He came back and pretty much validated what we saw - the ones that were successful at least in our environment fit this model. We incorporated that testing into the interview process. We’d not make a hiring decision off of that because it’s illegal to do so.  It was just some of the data we used.  We would tell the applicants, “You ought to feel very good about the fact we absolutely know what’s going to work here in our environment so if there is a question relative to your scores you know that too. If this isn’t the right place for you, it saves everybody from making a mistake.”  I was amazed, almost every time we do this for internal promotions (e.g., we did it for management roles, VP roles, engineering roles, program director roles), and almost every time we went against the model, or we saw something that was wrong - even when we said - Well, this person is good; we need to go forward anyway, it almost always failed ultimately.” 

Having spent 11 years at DG, Bob was tearing up the world with DG, and was comfortable with the role.  Still he was frustrated in terms of where he saw the business going.  Bob got a call that Sequent wanted to talk to him. He interviewed with Casey Powell, the CEO and John Macadam, the President, ultimately accepting a position with Sequent Computer Systems, as Vice President, Global Human Resources.

Reporting to the CEO and consulting to the Board of Directors as the Vice President, Global HR, Bob was responsible for all the HR function of a NASDAQ traded corporation with annual revenue of +$800M.  He devised the HR business plan resulting in a cost reduction of more than $1M while helping to increase customer satisfaction to the highest level ever achieved.  He revamped the use of restricted stock options, effectively reducing the overhang rate from 31% to 21% while focusing on key employees to ensure long-term retention.  Bob also implemented a leadership assessment and development program that resulted in revamping the executive team to position the company for success with the company being sold to IBM in 2000.
At the time, Sequent had a great reputation and super customers, but was suffering from issues associated with how you grow and become a player/niche player. “Our approach at the time was to take the business and OEM some of our large technology to one or all of our three targets - IBM, Hitachi or Dell.  We felt that revenue and those relationships would allow us moderate growth and profitability while we were transitioning to 32 bit technologies. We came out much stronger, much better cash position, better stock price and were in a position to either start acquiring or maybe even diversify or be acquired. My role in the context of the direction we were headed centered on the fact we had a number of issues on the people side and with the business plan. We had to take more costs out. The President, absolutely wanted me to focus on developing a leadership and management development program, and in particular - executive development for the team on a global basis.  I came in, met all the players, got a feel for where the company was at.  It was a great company with a great value system and very open. I worked very closely with all of the senior management, the Board and the CEO, and John (the President).”  One of the first things Bob did right off the bat after looking at the HR support plan was to just start renegotiating on the benefits side of the house.  This is how Bob was able to drive and realize a +$1M cost reduction right away. 

Bob was able to affect customer satisfaction by making a few key hires. “We were not doing well with some of our large key customers such as Boeing. Too many executives get wrapped up in the personality of the players, or the fact a guy’s been with the company for a long time and they just want to keep playing him.  You could see the correlation between customer satisfaction and the executive in place that owned it.  My suggestion to John, was in key areas we do an analysis of the leadership and their skill strengths. After the analysis, I told him – Look, you can’t develop or train these issues.  You need to either - change - the person or - change out - the person.”

Bob owned management and leadership development on a global basis.  The existing management and leadership development program Bob inherited wasn’t broken per se; there was a full crew of training and development directors, and a curriculum. What Bob did was to drill down and go to meet with the internal customers of the management and leadership development program.   Bob would talk to them in terms of “Tell me about your development plan this year and what your development plan looks like.”  The existing program wasn’t being managed or taken seriously.  First off, Bob came back to the executive team said, “You could blow this whole thing up and save a couple million bucks. The reaction was - Wait a minute - why would we do that? And I said, Well I’m pretty much convinced that you guys want me to drive cost out, and you’re not embracing the program. I know you’re not embracing the program because I interviewed a number of your people.  So the evidence doesn’t support that we are embracing or doing the existing development program. As a result everybody kind of backed off, and I took it one step further by asking - Now who can raise their hand in the executive room to tell me the last time we invested in you from a development perspective? And no hands went up. So I said do you think it’s important? So once I got consensus that, yes - it’s important and yes - you’re right, it’s one of the levers we can pull to maximize retention, get more out of our work force, and to develop ourselves.  I then revamped what we were doing in terms of curriculum management requirements. I did an assessment and said, OK, these are really the 3 things –not- the 23 things we are going to focus on, and they involve managing people and using the performance management system.”

At Sequent, Bob leveraged the worldwide management assessment and development program experience he had employed at Data General.  His ability to come in and assess situations quickly, understand the players, build credibility with the players and listen to them, allows him to implement a easily measurable common sense approach.  “… it will impact what we do as compared to other things I’ve seen or things I’ve experienced where companies try to build the next great thing - instead of let’s focus on - What are the critical two or three things we have to do? Is it a must have or nice to have, and how does it impact both internally and externally? I also then brought in an outside consultant and we did the executive development with the consultant.”

“In terms of the executive team, Casey (the CEO) and John (the President) were totally supportive. Casey and his executive team had no clue of their own personal team operating characteristics, when are you a leader and when are you not a leader. It was interesting. I brought in a good consultant to facilitate so I could be part of the team, and we ran two days and got rave reviews. I helped the team in terms of how they operate as a team.  I used a consultant because in the world of development in particular, the right people can be very impactful. Also, it‘s hard, especially for the HR VP, if you’re facilitating the process that involves facilitating the identification of some of the traits that aren’t necessarily the strongest traits of the team or the CEO. If the third party is doing that, then you’re part of the team. Now the third party consultant and I spent a lot of time together obviously.  There were things that I felt were issues, and I shared that with him. But I said - You’re the Doc and you need to validate that these are/aren’t issues.”

In his second year with Sequent, they were engaging IBM as an OEM client. “We were concerned about separation of church and state even though you’re going to work with your client. I went down to set the Austin office with the project manager we had chosen - it was a developmental opportunity for him. It was very clear to me that IBM was getting very close to us at this point in time.  I received a call from Casey Powell, the CEO.  He said we need to have a meeting. We walked in and all signed NDA’s and negotiated how to sell the company to IBM.  In many high tech mergers, you eventually find yourself either wanting to stay with the company or you’re out of a job. In my case, I really didn’t want to be there.  The experience I went through turned out to be a great for me in terms of negotiating the sale of the company, conducting due diligence, the announcement, and how you roll that out to the employees.  We were very concerned in terms of the Sequent culture.  I’ll never forget the guy who purchased it - Bob Stevenson (head of the Server Group for IBM). We flew to London for the presentation to the Europeans.  Europeans are a different breed of cat. When you tell them something, it had best be right. Bob got up waxing eloquently saying - this isn’t about a RIF – we’re buying you for good things, you’ll be associated with IBM, and this is good. I flew back to New York where, I was doing a speech for Working Mother magazine.  No sooner did I get off the airplane than the phone rang, and they said Bob Stevenson has officially retired.   All of our European employees basically reacted the same - How could the guy come here and say this to me one minute, and not tell me he’s not even going to be on the job? My job was to transition our organization through the acquisition. Once I’d done that I started actively saying I’m going to look at other opportunities.”  Bob was eventually recruited into his most recent role as Vice President, Global Human Resources for XYZ Networks, Inc.

Bob’s gone through three separate ISO 9000 certifications (i.e., DG, Sequent, and most recently at XYZ).  DG certainly had lots of manufacturing and lots of QA, and Sequent likewise. XYZ had very much a QA and Operations area but we mostly chose to use outsourced/contract manufacturing.  With all of these (i.e., DG, Sequent, and XYZ) the Op’s VP was the driver with Bob’s role being one of understanding the process and procedure “… communicating to people the intent of what we’re doing as we lay in the process and procedures, we’re going to do that in a written documented way, we’re going to commit to follow and document process procedures for real, and - Oh by the way, we get audited every quarter. That was my role.  The HR side was determining who’s going to own training and development, how we’re going to document training and development, who‘s going to own orientation and the filing and the processing, and who’s going to keep what in the personnel or training and development file.  Policies and procedures we didn’t have, we had to create. That was my role.  From an HR perspective it’s been different at each company. DG was much larger and diverse population especially in manufacturing and QA. There was more involvement from those folks. The hardest part about it is as an employee if you’re not one of the core functions. Because people see it as a quality process, the challenge is getting the rest of the world to understand what ISO 9000 is versus just - Oh we’ve got a plaque out there saying we’re ISO certified now.”

It’s appealing to Bob that “The Client” is a technology driven company in a marketplace where they are the player.  Bob’s interpretation of what “The Client” wants to do and where they want to go excites him. “It’s not just we’re going to sit here and vegetate. “The Client” wants to do something different. It going to involve acquisition, it’s going to be development of people, it’s also going to involve taking a lot of cost out of the business. I like those types of environments. I think what I bring to the table in terms of my role is kind of a senor consultant as well as the guy who puts it together - How do we plan this, implement, and then manage and measure it? When I read the spec there were a lot of things I could relate to that I have done before, enjoy doing, and have been successful doing.” One of the things that appeals to Bob about the “The Client” opportunity is that after being directly involved in selling the last two companies he’s worked for, he views “The Client” as a long term play given their role within Meggitt.  

Currently, Bob’s looking at a couple of opportunities, and feels that he’ll probably have an offer on the table within the next 30 days.  Ideally, he would like to find the right opportunity and make it happen this quarter. Relocation is a plus, since he’s lived and worked in So. CA previously. Bob is excited about the role and is willing to move quickly.

Candidate Compensation

Bob earned a $200K base and a bonus potential of 50% as VP, Global HR with XYZ Networks, Inc., a $200K base and a bonus potential of 40% as VP, Global HR with Sequent Computer Systems, Inc.  As Sr. Director, HR, Worldwide with Data General Corporation, Bob earned approximately $170K base and a bonus potential of 25%.

        50 Airport Parkway ( San Jose, California 95110 ( Phone: 408.451.8414 ( Fax: 408.904.4935

Executive Advantage Group, Inc.    Offices in Silicon Valley and the Pacific Northwest

