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HR PROFESSIONAL OF THE YEAR

AWARD CRITERIA
Submitted:  08/23/03
Renae Phillips, Chief Operations Officer of Pope & Associates, Inc.

Nominating:  Terri Iacobucci, SPHR, of KEY Alliance LLC

Each nominee must complete and submit the following information to be considered for the HR Professional of the Year Award by August 29, 2003.  Respond to sections I through IV on separate sheets of paper.  Return the requested information to Vickie Curd Ladt, Awards Director, 4360 Stonewall Drive, Paducah, KY  42001.

Eligibility:

· Nominees must be members of SHRM and/or of an affiliated Kentucky SHRM chapter, or a corporate member of the Kentucky Chamber of Commerce or Associated Industries of Kentucky

Terri Iacobucci is a member of SHRM and the Northern Kentucky Human Resource Association (NKHRA), Area II, Chapter #0548, affiliated with Kentucky SHRM chapter.

· Nominees must work or reside in Kentucky

Terri works and resides in Kentucky.

· Nominees must be individuals with an outstanding record of contributions to the human resource profession

Terri has been a Human Resources professional since 1985 in various capacities and industries (manufacturing, healthcare, education, services).

Located in Northern Kentucky, Terri is principal of KEY Alliance LLC, a consulting firm that provides a full-range of human resource services.   In addition, Terri is an Adjunct Faculty Member with Gateway Community & Technical College.  Through the College, she teaches Information Technology classes for the Urban Learning Center and the Strategic Management Section of SHRM Human Resources Management course.  Terri also has taught computer classes for the Kentucky Department of Employment Services, One-Stop and area businesses.

· Nominees must be individuals who volunteer their time/expertise

Terri volunteers in a number of capacities: 

· Clovernook Center for the Blind and Visually Impaired, 1987 to present. 

· Hospice of Northern Kentucky, 2001 to present.

· Holly Hill Children’s Services, 1999 to present.

· Northern Kentucky Chamber of Commerce: committee member (2000 to present):  

HR100; Workforce Development; Manufacturing Consortium

· NKHRA – program committee member (2002 to present)
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Entries may reflect the work of one person, a few people or a large team or department, but should not represent work done largely by a third-party consultant or vendor (other than small, outsourced components).  Nominees who are consultants may enter work they have done for clients (consultants should enclose a statement from the client agreeing that the program/innovation be available for publication/posting and/or replication).

Only one nominee can be submitted per innovation/program/best practice.

I. INNOVATION/PROGRAM/BEST PRACTICE:

Describe an innovation/program/best practice that applies to HR management situations, including the following information.  

	Describe the basic components of the program.

There are two major components of the program:  An (1) integration component and an (2) alignment component.  

These two components are combined into an “Integration-Alignment Plan (IAP)(SM).”  The IAP aligns an organization’s mission statement and business goals with its human resource systems through its management, in an effort to enhance employee performance.   Enhanced employee performance is further achieved following the integration of the various human resources strategies (such as the total compensation strategy, the selection strategy, and the retention strategy).

The basic components of the IAP are outlined in the attached documents. 


	Describe the overall contribution the nominee made in the development and implementation of the innovation/program/practice.

Terri Iacobucci, KEY Alliance, provided varying levels of involvement, including creating the IAP model.  Through a collaborative effort, created various questions, metrics and program design, co-facilitated roll-out, and provided insight and direction during each phase.  


	What is/will be the effective date of the program/practice.

Initiative began December 2002.


	What human resource issues, organization needs or business goals did the program address?  

Pope & Associates is a leading edge Training/Consulting company, recognized as a leader in the Cultural Change and Diversity industry.  

In December 2002, Pope expanded its corporate mission statement and business goals and wanted to communicate the mission statement and business goals throughout the organization.   

In an effort to integrate the mission statement and business goals throughout the organization, working with Pope and Associates, aspects of the “Integration-Alignment Plan (IAP)” evolved into a viable program.

The goal of the program is leveraging human capital with its richness in diversity, with technology, bringing to life the mission statement and business goals to address the changing needs of the market.

The main human resource issue the program addressed was to center employees’ focus on how their roles, responsibilities, and performance impacted the organization to achieve business goals of improving profitability, customer retention, and expansion.  


	How does/could this innovative process advance the human resource profession?

The human resource profession is advanced by the alignment of the organization’s mission with the employee’s frame of reference, building on each employee’s strengths.  Employees are positioned in line with the business goals through selection, promotion, transfer, and deployment.
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	What is new or different about this program and what was its inspiration or origin.  

What is different about Terri’s IAP program is the integration of the various human resources strategies with the alignment of the organization’s mission statement and business goals.  Terri’s program puts concrete metrics and measurements that tie back to the overall goals of the company.  The program gives the Mission Statement meaning.  It becomes an everyday way of doing business by tracking individual performance with the company’s goals.  

The inspiration for the business case for embarking on the IAP stemmed from a study conducted by Mark Huselid.  According to the Huselid Study, 35% improvement in Human Capital Architecture “quality” linked to 10-20% gain in shareholder value. (http://www.leadersforum.com/member/huselid/index2.htm). (The HR Scorecard:  Linking People, Strategy, and Performance, Brian Becker, Mark Huselid, David Ulrich.)


	How was the success of the program measured?  

Key metrics have been developed and are being tracked.  Additional quantitative and qualitative metrics are being developed.  The attached Key Indicators provide further detail.


	How might this program work in other organizations?

IAP is easily adaptable to all organizations.  Highly customizable and modular.


	What aspects of the program would be easiest and hardest for other organization to replicate?

Depending on top management’s style of communicating, organizations with an “open book” style of communication will find all aspects of the program easily replicable.   The hardest part is linking appropriate data to key metrics.  A template can be created by using the attached examples under key questions, methodology, and key metrics.


	What was the total cost of the program and was it cost-effective?

The total cost of the program includes top management’s time and employees’ time.  Terri’s proposal included two elements:  a retainer element and a project investment element.  The investment varied depending on the necessary components needed to integrate and align the company’s mission statement and business goals throughout the organization. The investment in the program was cost-effective as revealed through the use of various qualitative and quantitative methods.  


Nominees must be willing to share submitted information about their innovation/ program/best practice with other HR professionals, in SHRM, Kentucky Chamber and Associated Industries of Kentucky publications or website, at conference presentations, etc. as requested.  Please attach the actual program or as much information as possible.

Innovations/programs/best practices will be evaluated based upon their significance, innovation, effectiveness, and impact/potential impact, as well as the extent to which they have been or can be successfully implemented by others.
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II. PROFESSIONAL AND COMMUNITY LEADERSHIP ACHIEVEMENTS:

A. Describe the overall contributions that the nominee has made to the human resource management profession by contributing his/her expertise or services to professional organizations such as SHRM, the Kentucky Chamber of Commerce, Associated Industries of Kentucky, local chambers, business roundtables, etc.  

In addition to being an Adjunct Faculty Member teaching through the SHRM Learning System, Strategic Management Section, Terri is actively involved in the METS (Metropolitan Education and Training Services) meetings; GCHRA (Greater Cincinnati Human Resources Association Roundtable); Northern Kentucky Human Resource Association Legal Roundtable; Northern Kentucky Chamber of Commerce HR100 Steering Committee Member; as well as Workforce Development and Manufacturing Consortium committees.

B. Describe leadership roles the nominee has performed in professional, business, and    civic organizations.

Currently, Terri is a Program Committee Member of NKHRA and a member of the Steering Committee through the Northern Kentucky Chamber HR100 group.  Most recently, Terri was responsible for the U.S. operations of an international manufacturing company.  As the Human Resource Director, Terri held various leadership roles, including collaborating with managers in staff development, acting as confidant and coach with the executive team members, and leading the restructuring the plant relocation and consolidations.  
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III. PROFESSIONAL REFERENCES:

Provide the names, addresses, and daytime telephone numbers (e-mail if available) of three professional references.  These references may be members of management from the nominee’s place of employment, members of professional organizations, management representatives from the community who can attest to the contribution of the nominee and his/her ethical standards and conduct, etc.  Written references will be accepted.

Professional References (Attached list and written references.)

· Angie Taylor, Ed.D., Vice President, Gateway Community & Technical College

· Thomas Colvin, CLU, J.D., Vice President, Schiff-Kreidler, Shell 

· William Schult, CPA, formerly CFO, International Knife & Saw, Inc.

        









      Award Nominee Criteria
IV. PROFESSIONAL RESUME:

Attach a copy of the nominee’s professional resume.  The resume should include information regarding jobs held, education completed, honors and awards, professional affiliations and activities, civic and community organizations and activities, published works and other factual data that may be appropriate.

Professional Resume attached.
SELECTION PROCESS:

The nomination form, responses to the requested information, references, resume, and a conference call interview with the judges will serve as the basis for evaluation and judging.  Generally, only three (3) finalists will be chosen to participate in the telephone interview process. The award announcement will be made at the Kentucky SHRM’s Annual State Conference. The award recipient may also be recognized in the Kentucky SHRM State Council’s web site; the Kentucky Chamber of Commerce’s newsletter; the Associated Industries of Kentucky’s newsletter and the recipient’s local newspaper.  Please note that the evaluation and judging process will best be served by clear, complete, and concise compilation of the requested information.

Return completed nomination to:

Vickie Curd Ladt, SPHR, Awards Director

Ladt Consulting Services, Inc.

4360 Stonewall Drive

Paducah, KY  42001

(270) 443-2826

(270) 575-9667

vladt@ladtconsulting.com

