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1. Abstract.  

This paper is a reflection on my experience and professional learning during a corporate 

bankruptcy; this was a period of significant and unplanned change. The paper examines 

how knowledge was acquired; the events, missteps, feelings, corrections, observations, 

and lessons learned during this period, and finally, how this learning experience can be 

used in my DProf and professional practice; now and in future years. 

The reflection explores four specific areas of my leadership learning experience during 

this time frame: 

Change Management – Learning to manage during “forced organizational 

change”.   

Ethics – Learning to lead when ethics and corporate culture clash.   

Conflict – Learning to manage the conflicting agendas of staff, customers, 

suppliers, investors, and Boards of Directors during an economic crisis.  

People – Learning to improve employee retention and drive staff succession and 

progression objectives during periods of widescale company downsizing (Lee et 

al., 2017). 

Summary. 

The initial reflection revealed six key lessons (detailed in this paper), including the role’s 

that transparency, tone, empathy, ethics, regional sensitivity, and trust played in the 

bankruptcy; however, my deeper reflection revealed the following four key factors that 

underpinned these lessons: Leadership Style and Execution, Leadership Process, 

People Management and both the value and limitations of Workplace Experience. 

These factors embrace the key learning outcomes of my reflection: 

Learning Outcomes. 

1. Change Management: Leaders of complex, large-scale corporate 

organizations must be able to simultaneously confront multiple unexpected 

events; all at a pace they have limited control over (Thompson Heames and 

Harvey, 2006). 

2. Trust: Leadership style and execution play a significant role in creating 

organizational trust, but to be effective, this must be underpinned by “Tone at 

the Top,” driven from the Board room and senior leadership (Schwartz et al., 

2005). 
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3. Leading and managing during bankruptcy and global change events demands 

a willingness to embrace crisis management vs. conventional corporate 

controls (Mazánek, 2015). 

4. People: Successful leaders prioritize people management in crisis situations; 

they understand that the conventional rules of staff retention, motivation, and 

career progression do not work during factory closures or potential 

liquidations; they understand the importance that employee communication, 

empathy, tone, and regional sensitivity play in building management credibility 

during the bankruptcy process.   

5. Experience: Organizations with Matrix Management structures understand 

the critical importance of placing experienced leaders at matrix intersects, but 

perhaps more importantly, they understand the value of building 

organizational experience using a process of learning through structured 

immersion1.    

Future. 

Applying these learning outcomes is key to enhancing the advice I offer clients in my 

practice. The reflection also delivered significant benefit in the preparatory phase of my 

DProf thesis. My research interest centers on the management challenges of 

multinational corporations during periods of crisis; the reflection brought greater 

meaning and understanding to the issues and outcomes that leaders face and the 

potential resolution of these issues.     

 

2. Methodology. 

The paper's research sought understanding via both deductive and interpretive (mixed) 

methods. The methodology drove an interpretive realism ontology and a more objective 

epistemology. The methods draw on Phenomenology, Case Studies, and Action 

Research centered on experience, which strives to objectively reflect and interpret 

(Vaartjes, 2005). In presenting the material, a number of different options were 

considered, including Gibb's reflective cycle and Schoen’s pre and post-event theory, 

however in the final analysis, a hybrid approach was used, and this reflected the input 

received from the works of (Kolb, 2014; Moon, 2013; Handy, 2011; Boud 2013; Day, 

2002 and Schon, 2017). The paper was influenced by Webster-Wright (2010) and her 

view of experience driving learning, and the need to embed this in both business 

 
1 Structured immersion is term which defines the executive career advancement strategy used by many corporations; 

executives acquire experience in defined assignments by progressively taking on greater responsibility.  



 

Page | 7  

 

strategy and the organizations culture. Additionally, I found that while Peter Senge 

(2006) analysis of the changing role of leaders conflicted with the views of some, 

however, it resonated with my own observations and drove deeper reflection.     

This paper is one element in the requirements for Module 7109. The paper links with the 

Annotated CV, Proof of Learning (POL), and Job Description elements, and for 

continuity and clarity uses the SEEC Descriptors of professional learning (Pokorny et 

al., 2017); which are included in the POL table on page 24, further clarity is offered by 

the career summary shown in Chart No 1. The combination of these four elements 

attempts to extract meaning and learning from the events that expanded my leadership 

roles. The paper also includes extensive references to draw on theory and scholarly 

works which were influential in the paper's research and writing.  

Chart No 1. 

 

3. Introduction. 

3.1. Professional Learning.   

My experience is that corporate professional learning strives to deliver capability and 

competency but, perhaps most importantly, understanding and awareness of the cause 

and effect that increasing responsibility brings with it (Boud, 2013). Some might call it 

experience, but I quickly learned that professional learning cannot teach experience; 

that can only be acquired. However, professional learning’s ability to teach and guide 

close to, or at the “coal face” closes some of the experience gaps. My professional 

learning journey started with a military active service deployment in Asia, in an 

environment where conflict makes the learning immediate; and very focused. My career 

journey then took me into civilian life, traversing a 35-year career that included roles in 
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engineering, manufacturing, and global operations management, leading to a position 

on a regional board of directors for a 22 billion dollar corporation. My journey brought 

with it increasing scope, scale, and responsibility, starting from an engineering job, 

without staff or revenue targets to a position with responsibility for fifteen businesses, a 

staff of 500, and a multimillion dollar target. As I reflect, I was woefully ill-prepared for 

both the journey, and the pace of the transitions from engineering, regional and global 

management, to a board of directors. I was, however, very fortunate to be in a system 

where professional learning was not only encouraged but was actively facilitated, driven 

by a philosophy of structured immersion (Bennett et al., 1999). 

3.2. Immersion – Economic Crisis and Change Management.  

During the period 1999 – 2013, I worked for Delphi Corporation, a $22B automotive 

company that had been part of General Motors Corporation. In 2004 I was promoted to 

Global Managing Director for a Delphi division. 

In 2005 Delphi declared Chapter 11 bankruptcy, driven by the collapse of the global 

automotive industry; General Motors, Chrysler, and 150 suppliers all declared 

bankruptcy during this period (Estrada, 2010). My primary role before the bankruptcy 

was management and leadership of the division and its assets, including manufacturing, 

operations and fifteen regional companies. My leadership responsibilities included 

development of the executive team and global staff and the divisions revenue and profit 

performance. When the bankruptcy was announced, the corporation expanded my 

responsibility to include a seat on the European Regional Board of Directors, which had 

oversite for six billion dollars.  

  

While the corporation initially forecasted that the bankruptcy proceedings would last less 

than 12 months, and the corporation would successfully emerge, the reality was that the 

process lasted three years. During the second year, there was substantial evidence that 

the corporation would be liquidated, with the probability that 100% of the assets would 

be closed and all of the executives, managers, and staff would be let go. The 

experience exposed me to the challenges of crisis management, which on reflection, 

shaped my future management style.  

  

During the three years of bankruptcy, the company's fate became very public with 

various suiters and scenarios being considered, including liquidation. Finally, in 2007 a 

consortium of private equity companies put forward a proposal to acquire the debt and 

assets of the company. This proposal was submitted to the bankruptcy court and 

approved. Delphi exited bankruptcy on June 10, 2008.  
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Delphi went into bankruptcy as a $22B entity and exited as a $10B company. The 

actions taken avoided liquidation and massive layoffs, but the cost was still high. The 

corporation was forced to close five divisions, 38 factories, and separate 20,000 

employees; and cancel its employee pension program. On reflection, the Chapter 11 

bankruptcy process did what it was intended to do; it allowed a successful company 

under economic duress to restructure. The corporation subsequently rebuilt its revenue 

base to $16B, and in 2012 was voted one of the most successful turnaround companies 

in the supplier community.  

 

3.3 Immersion – Reflection: The Reality of Life at the “Coal Face”. 

On June 22, 2005, at 4.30 pm, I received a call from the corporation advising me that 

the company would file bankruptcy at 1 pm the following day. My years in the USA and 

at the corporation’s European HQ had given me an insight into what a Chapter 11 

bankruptcy filing meant, and my knowledge of the automotive industry, and the 

economic challenges of the USA and Europe, allowed me to understand what was to 

come at a much deeper level.  

My initial feeling was of profound loss and disappointment, as one feels when a 

treasured article is broken, but these feelings quickly turned to responsibility, and an 

avalanche of questions; would the corporation survive, would I have to close plants, lay 

off my staff, and break customer commitments; how would we pay suppliers, what about 

the staff health and pension schemes. My feelings then quickly turned to the practical, I 

would have to meet with the executive team and the staff at 7 am the next morning and 

explain what had happened. How would they react, and how would I deal with that? 

There was very little time or desire for sleep that night, it was a night of a million 

questions and multiple scenarios, and at times I must admit, I felt a little overwhelmed. 

But as I drove to work in the early hours of the morning, I called my wife in the US, and 

broke the news to her. She asked about our ability to survive as a family, and I realized 

that this was the feeling that everyone I would meet would have, and that calibrated my 

arrival at the European HQ.   

The meetings with the functional teams were challenging, these were the tactical and 

operational people, and their feelings reflected this. Many felt overwhelmed and were 

struggling with complex operational questions. As the day's announcements and 

activities came to a close, I returned to my office alone, and reflected on what I had 

seen and heard. This was one of the most challenging days of my career. I knew that 

this was not like many problems we had faced, and there was no quick fix; this would be 

painful and require stamina to get through it. I knew that the bankruptcy process is a 

marathon, not a sprint. I was also genuinely concerned about how well the message 

had been understood at a regional level, particularly in South America and Asia. On 

reflection, the stark corporate message was not shaped to address cultural or regional 
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sensitivities (Kwak et al., 2016). I can best describe my feeling as somber and very 

concerned.    

 

3.4 Immersion – Reflection: The “Cause and Effect” of Change.  

 

As we entered bankruptcy, I implemented a significant change in our global 

management structure and philosophy, moving the organization from a regional model 

to a centralized model, using a “hub and spoke” structure. This meant moving some 

decision making and some of the regional resources back to the HQ. The rationale and 

reasoning were that with the uncertainty and speed at which bankruptcy was evolving, 

we needed a team that could respond and act fast. This decision was coupled with the 

acknowledgment that some of the regional operations might not survive the bankruptcy. 

On reflection, while the change did deliver the focus and speed needed, it was not 

popular. In some areas, it reduced the regional team's autonomy and entrepreneurial 

spirit, which was particularly noticeable with the team in France. On deeper reflection, 

for some in the organization, moving decision-making and resources to a central team 

may have created a feeling of mistrust and a lack of transparency. While attempts were 

made to address this with open forum and “one-to-one” meetings, I see that the lack of 

trust and suspicion may have lingered in some areas. (Gustafsson et al., 2020). 

 

Immersion – Deeper Reflection. 

 

As I reflect on the bankruptcy, there are four key questions:  

  

1. What went well, and what went poorly? On the positive side, the ability to engage 

staff, customers, and suppliers as an active body, allowed us to navigate through 

the bankruptcy, and emerge as a profitable viable corporation saving 100,000 

jobs. On the negative side, I see that the initial lack of transparency and 

messaging may have undermined some of the actions and created higher staff 

attrition.  

  

2. What could have been done differently? Moving from a regional to a central 

model took three months. On reflection, It is possible that the organization could 

have operated with a hybrid model, with European centralization and the USA 

controlling Central and South America; this may have improved overall plan 

execution. 

 

3. How could we have mitigated the magnitude of the crisis? On reflection, 

implementing a SWOT team to manage competitor manipulation and supplier 

retention, may have reduced the length of the pre and post-bankruptcy process. 
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4. If another bankruptcy occurred, what would you do differently, and what would 

you carry forward?  

My reflection flags three areas; first provide additional staff coaching to garner 

understanding that the bankruptcy process is a marathon, second build stamina 

into the organization; and third, continue to focus on “Tone at the Top” from the 

Board room to the factory management; underpinned by complete transparency. 

 

 

4. Knowledge Acquisition - Where and How?  

 

As I reflect on the complexity and challenges during 2005 – 2012; the economic 

downturn, bankruptcy survival and exit, and rebuilding the company; my reflection took 

an in-depth and critical look at knowledge acquisition in four key areas, Change 

Management, Ethics, Conflict, and People. 

 

4.1. Change Management – Learning to Manage with Increasing Responsibility”.   

As I look back, my experience was that in the corporate world, the professional career 

journey inevitably takes one through the ladder of increasing responsibility, from staff to 

supervisor, manager, leader, and beyond. At each stage, there is a detailed assimilation 

of every new role and its responsibilities, with focus on deliverables/expectations and 

performance measurements. The process brings with it professional learning and paves 

the way for role transition; however, I found that the process does not fully prepare one 

for the nuance and leadership qualities expected for each new role, and the need to 

quickly assimilate; “get up to speed”. I observed numerous examples of people who had 

failed because they did not understand or embrace the requirement of their new role. I 

saw charismatic leaders who struggled with roles that required detailed operational 

focus, and great project managers who struggled when their role required visionary 

leadership of organizations undergoing strategic change. (Agle et al., 2006) 

Looking back, I learned early in the journey that management is “hands-on” and 

requires a focus and presence at a detail level; when details are overlooked, projects 

fail, and with them the business behind them (Schon, 2017). By observation, I learned 

that Leadership sets direction and strategy; it looks beyond the immediate; it serves to 

enable people; not to instruct or police them.  As I reflect the lesson for me was that 

managers focus on the detail of getting work done; Leaders focus on enabling the 

organization and setting direction and strategy. I see now that a failure to understand 

the difference between management and leadership creates confusion in an 

organization, and when this happens the business is in trouble (Senge,2006).  
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4.2. Ethics – Learning to Lead when Ethics and Corporate Culture Clash.    

Throughout my career, one lesson stands out above all others; the importance of ethics 

and the responsibility to embed it within organizations and people, which is particularly 

important for business managers and leaders. But when ethics clashes with corporate 

culture and leadership egos’, the results can be devastating (Handy, 2011). In 2001 the 

reality of this type of clash became self-evident, I observed this first-hand as the Enron 

Corporation was sued for $40 billion by its shareholders, citing gross wrongdoing by its 

leaders and executive staff. The ensuing court case revealed a level of corruption that 

was staggering and ultimately led to the companies' collapse. From a personal 

standpoint, I was shocked, not just by the magnitude but by the level of involvement 

from executives. Their failure to adhere to and execute their corporate and fiscal 

responsibility cast a chilling shadow on corporate leadership, and on reflection 

challenged my own belief in the system. From a leadership standpoint, I am reminded of 

US Supreme Court Justice Potter Stewart's observation, “Ethics is the difference 

between knowing what you have the right to do, and what is right to do” (Seidman, 

2004). One of my first observations was that when ethics fails in business, it 

undermines credibility of the organization, but most importantly, it undermines the 

people. The experience taught me that a professional organization cannot function 

without an embedded culture of ethics. Through corporate and formal education 

programs, I learned how to implement and manage global ethics and compliance 

programs, including Sarbanes Oxley (Miller, 2011), and became certified to audit global 

organizations, but I see now that the essence of what I learned and how I learned it, 

was derived from actually being embedded in an organization going through significant 

change; and as a member of the Board of Directors having responsibility and oversite 

for the outcome of that change (Boud, 2013). I see this now as a valuable lesson that I 

will apply in my practice. 

 

4.3 Conflict – Learning to Manage the Conflicting Agendas of Staff, Customers, 

Suppliers, Investors, and Boards of Directors during Economic Crisis.  

Historically corporate structure was based on a functional model (finance, engineering, 

procurement, etc.), but while this made organizational sense, I observed that egos and 

personalities often forced the structure to devolve into silo’s, which undermined 

employees, leaving talented staff out of the mainstream, and denying the corporation 

access to their full potential. In latter years corporations have moved to a matrix 

management structure; while this resolves the issue of silos, the matrix structure is 

designed to encourage debate and does inject some conflict. On deeper reflection, my 

experience working in both structures is that the benefits of the matrix far outweigh its 

shortcomings, however during times of crisis and significant change, the matrix can 
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reduce the speed of organizational response and, in some instances, lend itself to 

manipulation; this was highlighted during the early part of the bankruptcy and resulted in 

frustration in the organization. The lesson learned for me was that crisis heightens the 

differences in an organization; the matrix drove conflict to improve the quality of 

decision-making, but if the organization allows the conflict to rise to the level of hostility 

the system breaks. On reflection, I believe that the key lesson was to have faith in the 

system, make it work by creating and promoting order and healthy debate (Kolb, 2014).  

The matrix lessons and experience were of immeasurable value in my roles on both the 

European Board and the UK board. The magnitude of the Board decisions left no 

margin for error; acquisitions and divestitures demand laser-focused due diligence, 

hidden agendas, and ego’s poison decision making; I see now that conflict sharpens the 

process, and trust and collaboration are essential. I learned that without trust, 

transparency, and a willingness to learn, the Board Room becomes a liability, this 

understanding is a critical element in my thesis research.  

    

4.4. People – Learning and Understanding Employee Retention and Succession 

and Progression during Periods of Widescale Downsizing.   

I learned that economic crisis abruptly changes the priorities for corporate leaders; 

Managing Directors whose focus had been team building and new products, were 

suddenly faced with factory closures, and layoffs. Delphi closed five divisions, 38 

factories and laid off 20,000 staff. 

I learned that bankruptcy produces two possible outcomes; the first is that the company 

restructures, resolves its cost and overhead issues and emerges from bankruptcy, and 

restores its position in the marketplace. The second is that the company winds down, 

lays off its entire workforce, and dissolves. Delphi was resolved to restructure and 

emerge; my role was clear. To achieve this, retention of staff, customers, and suppliers 

was a critical element; the issue was how to instill confidence that their future was 

secure; unfortunately, in bankruptcy, companies are not permitted to make binding 

future promises. This created a unique and challenging management problem, further 

exacerbated by the bankruptcy process. 

The Lessons: During this period, the key lesson was managing people, many of whom 

were frustrated, disillusioned, and scared. What was the lesson, and how was it 

learned? I see now that the lesson was learned one person and one situation at a time; 

on reflection, the lesson had three elements; complete transparency, cultural sensitivity, 

and humility. In good times teamwork is willingly embraced and supported by most 

individuals; however, I found that during bankruptcy teamwork is far more complex.  
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The bankruptcy period challenged all the norms of employee management. Prior to 

bankruptcy, security of employment, promotions, training, work opportunities and 

benefits programs were what retained the staff, but the bankruptcy period removed all of 

these and replaced them with the uncertainty of liquidation, layoffs, canceled benefits 

and pension programs. Like many others, I asked myself the question, how do we share 

uncertainty with the staff? many answered this question by avoiding it and giving an 

overly optimistic view of the situation; often devoid of substance. I see now that the 

lesson of this period was that transparency and focus on the culture are essential.  

Transparency: Bankruptcy drives factory closures and layoffs; the cold hard 

reality is without cost reduction, the ship will not float, and if it sinks, all hands 

(100%) are lost. I see now that surviving restructuring demands transparency; no 

matter how difficult the message, fairness must be visible in all of the actions, 

both for staff that remain and importantly for those who do not. For those that 

survive the bankruptcy, the example of how those that did not were treated 

becomes the vision of the company’s culture; poor handling of staff exits 

inevitably poisons the culture (Ryan and Macky, 1998). 

Culture: The key is people. The lesson I learned is that a successful bankruptcy 

exit without a solid culture and a willing workforce is often just a transition to 

insolvency. (Bogan and Sandler, 2012). 

 

5.  Reflection – Leadership Lessons and Observations: Understanding 

the Lessons; much Deeper Reflection.  

As I reflect on the management and leadership lessons of my career, it is clear that 

there were four things that contributed in a significant way. I found that a deeper 

understanding of these was key to bring meaning to my overall reflection (Webster-

Wright, 2010).  

▪ Succession and Progression – The Career Pathway.     

▪ Mentoring – The Support System. 

▪ Focused and Specific Training – Preparation for the Role Expectations.  

▪ Immersion: Real World Exposure and Application – Experience Roadway. 
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5.1. Succession and Progression.   

To better understand the succession and progression process I reflected on my own 

career journey; at the end of one’s career, one might be tempted to surmise that  one 

would have “got here regardless of circumstance”, but I see now that is a dangerous 

and flawed conclusion; one has only to look at the travelers in one’s own journey; the 

talented people in school, university and business, and examine the outcomes of their 

career journey. These observations showed me that talent, drive, and ambition do not 

guarantee success; without opportunity, and a path forward (generally not entirely 

forged on one's own), success can be elusive. I see now, for those who have 

succeeded, there was always an element in their story that was not controlled by them, 

and I translate that to opportunity. As I reflect, for me, those opportunities came early in 

my career, a military role with active service engagement in Malaya, a management role 

driving global expansion with TRW, a leadership role during the bankruptcy in 2008. I 

see that opportunity has two ingredients, the first is the timing of the event, and your 

presence at exactly that point in time, the second is the systems and people that entrust 

you with a new role and greater responsibility; this for me, is the real opportunity. I found 

that it was important to understand and recognize that one does not control the first two 

elements; what you control is an acceptance to engage with the opportunity. I see that 

few can use the term “self-made”; reflection undoubtedly reveals the opportunity that 

made the difference. Which led me to a much more profound lesson; as I looked at 

others in my orbit and along the career journey, the “best of the best” may not have 

been where the organization chart deems success lies, and while opportunity may have 

passed them by, as leaders we have the responsibility to intervene and present them 

with new opportunities.       

5.2. Mentoring.  

The importance and relevance of training, and the value of mentoring was a constant in 

my career, for most of my career I was moving into positions which I was not fully 

prepared for, the term “out of my depth” comes to mind, much of this was driven by the 

timing of the opportunities and the corporations desire to build “controlled stretch” into 

the assignments. I see now that in most instances, formal education places one in a 

position where one learns as an observer; the classroom is not the battlefield of war, or 

the situational room of a factory, or the board room of a company in bankruptcy 

(Szoboszlai, 2015). In the classroom the curriculum and timetable are known and 

defined in a logical, methodical way to enhance learning. But in the theater of war and 

business, situational change and chaos often reign supreme. I found that for leaders, 

their support mechanism is usually their experience (they have been here before), but 

for the novice, that experience does not exist. I see now that mentoring fills that gap, 

and does it in “real-time”, without agenda or a fixed plan; it answers the question, “what 
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are my options right now?” I was blessed with many mentors who freely shared 

experiences, they were not there to do my job or take responsibility, but they provided a 

sounding board and the opportunity to understand a broader slate of options.  

My own role as a mentor started with informal coaching of staff in my own organization, 

but I quickly realized that while I understood some of the benefits of mentoring, the role 

required more formal training, I attended a number of mentoring and coaching programs 

in corporate life and eventually became a corporate mentor with Delphi, and on leaving 

Delphi became a mentor in the University of Florida for students in the overseas 

business, but my reflection confirms that there is still much to learn. 

 

5.3. Immersion.  

During this paper, I have reflected on and examined some of my career experiences 

and the key lessons. My career journey was a process with progressive immersion; as I 

reflect I see that the learning occurred in a way that each level of responsibility brought 

with it learning, which was then applied to both the current and next level of 

responsibility, I was fortunate to have learned in this way, to have learned in a 

haphazard way would have denied me the opportunity to put into practice what I 

learned, and to immediately receive confirmation and enhance the learning. And that is 

one of my most important observations, I see now that professional learning needs the 

opportunity to immediately be put into practice, or it just becomes the acquisition of 

knowledge. 

 

6.0 Application and Next Steps. 

How will I apply what I have learned through reflection? My thesis research and my 

practice aspirations intersect at the challenges that corporate leaders face in crisis 

situations. Reflection has given me greater insight into crisis management in 

multicultural companies, and this adds to my research and shapes its direction, further 

underpinning important global and organizational2 elements of my thesis research. For 

my practice, I hope to share key lessons from my reflection, including the benefits of 

immersion, transparency, and that learning and ethics must be embedded in the culture 

driven by "Tone at the Top" (Schwartz et al., 2005). On final reflection, I learned that 

when employees see that top management cares and is committed, they will rally in the 

worst of times and work to solve the largest problems, even bankruptcy or insolvency.   

 
2 Matrix structures. 
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Public Activity

35 Industry Speeches.

20 Published Articles.

Teaching – Advanced Technology 

Program and SAE Engineering 

Academy.

Board of Directors Positions

Global.

■ Lucas Board.

■ Delphi EU Regional Board.

■ Delphi UK, Delphi Turkey Boards.

■ Hartridge Ltd & ADS Boards.

Professional Credentials

Chartered Engineer – CEng. 

Chartered Environmental Engineer  - CEnv.

Fellow of the Institute of Road Transport Engineers.

Fellow of the Society of Operations Engineers. 

Member of the Institute of Mechanical Engineers.

Member Society of Automotive Engineers.

Awards: Ortner Technical Award 1991.

• McFarland Leadership Award 2003.

• Delphi Leadership Award 2008.

• Delphi Executive Mentorship Award 2012.

Corporate Career Positions

2019: Lucas – Board Member / Advisor to the CEO.

2015: FTI Consulting – Managing Director.

2004: General Motors / Delphi – Global Executive VP.

1998: TRW - Managing Director.

1990: Lucas Automotive – Div Engineering Manager. 

DProf 7109 PMM (Mike) Rayne – Annotated CV and Chronology Summary 

Career Chronology
Company Business Sector/ 

Profile/ Revenue

Position Responsibilities Scope of job 

function

Staff Tenure Residence

FTI Consulting / Global 

/$2B

Managing Director Tier 1 Automotive and Industrial Clients. C suite advisory, plan 

development at division and regional level.

Regional NA / EU Note 2 3 years Global US HQ

GM / 

Delphi

Automotive / 

Global / $25B 

Sector Global Vice 

President

Global Business Division (Strategy, Operations, P&L and Region 

Development) for the division and its 13 sites in NA, Europe & AP.

Member of the Delphi European Board of Directors

Global with HQ’s

in Paris, London & 

Detroit

500+ 14 

years

Global  HQ in 

Paris, London, 

Detroit

TRW Automotive / 

Global / $20B

BU Managing Director Business Operations, P&L & Manufacturing Plants in US, Mexico and 

Canada

Europe, North & 

South America

180+ 4 years Global US HQ

Lucas Automotive / 

Global. $2B

BU Manager Engineering Three Engineering centers and a network of 3,000 agents Europe and North 

America

100+ 15 

years

Global UK HQ
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EXPERIENCE

Managing Director.

FTI Consulting.

January 2015 – 2019.

As MD, my primary roles included: Strategic Advisory for Tier 1 Automotive Companies that are developing global expansion plans. Due diligence for Private Equity companies conducting 

business assessments and budget and business plan evaluation. Advisory and Program management for global companies seeking acquisitions, joint ventures, and partnerships. My 

expertise and focus areas include Business Performance Improvement, Interim Management, and New Business Development via “Step Change Growth”, Cost Optimization via SG&A 

Reduction, Working Capital Improvement, and Lean implementation. (Note Specific FTI Client information is Confidential)  

President RBS Consulting.

RBS Consulting.

April 2013 – Present. Regions: North America and Europe.

As President of RBS, I have focused on building a Management Consulting and Strategic Advisory company that specializes in Tier 1 and 2 companies in North America and Europe. The 

company has been successful in serving clients with Growth aspirations through M & A and Strategic Partnerships, Product Change Management, Organizational redesign, Market Share

(TAM and SAM) Analysis, and Road Map Development. As President, I have taken on Board advisory and Board of Directors assignments, Including Lucas Diesel.(Refer to Job Specification)   

Global Executive, GM, and Vice President Delphi PSS Division.

October 2004 – March 2013. 

Global responsibility including the Americas (North, Central & South), Europe and Asia.

In my role as Vice President and Division Senior Executive, I had responsibility for P& L and global management for 15 businesses and a staff of 500+, located in the Americas, Europe, and 

Asia. I drove revenue growth of $200M and profit improvement to 14% EBITDA and completed a strategic European acquisition and integration. I expanded market share and footprint in key 

emerging markets. My responsibilities included Board membership of the Delphi European Governance Board, responsible for a $6B region. My regional responsibilities included Board 

membership of four Delphi subsidiaries and legal entities including USA, Turkey, UK and Hartridge. 

I led Delphi PSS negotiations with Daimler, Volvo, and Mercedes for new platforms. I expanded the business with independent aftermarket customers, including European buying groups,  

North American distributors, the US Military, and B2B customers. I secured major OES contracts/business with the US Government.

General Manager North America Delphi DS.

January 2000 - 2004. Regions: USA, Mexico and Canada.

In my role as MD and Senior Executive, I was responsible for P&L in the USA, Mexico, and Canada. I was a member of the Delphi/TRW global integration team. I drove change management 

programs implementing consolidation in sales, purchasing, engineering, and operations. I led new business development with the US government securing multiyear military contracts.  I was 

the Chairman of the ADS Manufactures Committee. 

I took the Delphi PSS Commercial Vehicle business to #2 in its market sector with 30% revenue growth. I eexpanded the Delphi PSS product portfolio and introduced new technologies and 

manufacturing plants. I implemented Lean Manufacturing and certified facilities to ISO 9000. I developed a global Delphi franchise and built it to 1,400 members.

Annotated CV - PMM (Mike) Rayne                                                   

Chronology and Deliverables (Note 1 Confidentiality )

CV Prior Years Refer Addendum No 1 (pages 30 - 36)                                       

Note 1 Core Reference Data extracted and updated from PMM DPSS records. Source DPSS PBP. Corporate Confidential Data Omitted 
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SEEC 

Descriptors.

Level 7 and Level 8. Ref Point Business Career                                                                            

1980 - 2020

Board of Directors Roles 

2004 - present 

Consulting Career       

2015 - present

Professional 

Organizations

Evidence: 

Addendum

Setting. Operational Context.

Company- 

Delphi 

Corp

My career progression and 

workplace (Setting) was a $22 

Billion Global Corporation. 

1. Delphi Corporation.               

2. ADS.                                       

3. Lucas LLC.

Company - FTI: $2B  

Global Consulting 

Company.

Society of Operations Engineers. 

Institute of Mechanical Eng's. 

Society of Automotive Engineers 

Institute of Transport Engineers

2, 5, 9

Autonomy and 

Responsibility for 

Actions.

Level in 

the Org

Div Managing Director and 

Executive VP responsible for 15 

businesses  with direct 

reporting to the CEO - Note 1.

Board Member EMEA 

Board reporting to the 

Chairman. Note 1.

Managing Director with 

direct reporting to the 

Sector Chief.

Served as ADS 

Industry Association 

Committee Chair 

2, 3, 4, 5, 6, 

10

Application of 

Knowledge and 

Understanding.

Knowledge and 

Understanding.

Function 

/ Projects

Operational knowledge of all 

functions, Finance, Engineering, 

Operations, IT - Note 2 & 1.

Strategic, Operational, 

and Sector expertise in 

Global Powertrain.

Subject matter expert in 

the Highway, Marine, and 

Industrial Sectors.

Keynote Speaker for 

Society of 

Automotive Eng's

2-5, 10, 11, 

12, 13, 14  

18 - 25

Cognitive Skills. Critical Thinking.
Detailed 

Example

Responsible for strategic 

planning and global expansion 

for the division. Note 2 & 3.

Responsible for the 

European region 

restructuring program. 

Note 2 & 3. 

Evaluated complex 

corporate M&A issues 

and produced 

recommendations. Note 3

Served as a lecturer 

for the SAE Academy 

Advance Technology 

Program

2- 5, 6, 7, 

10, 15 - 16.

Problem Solving.
Detailed 

Example

Responsible for $400M Div wide 

Chapter 11 Bankruptcy 

implementation. Note 3.

Integration of post 

Chapter 11 structure in 

Europe.

Advisor for Multi-

National Corporations. 

Note 3.

Chartered Engineer 

CEng
2-5, 6, 7

Synthesis and 

Creativity.

Detailed 

Example

Developed new global 

marketing and Franchise 

concept "Delph Service Center" 

Assigned to Board 

Committee for MD and 

HD business plan.

Advisor for Tier 1 

Corporations Note 3.

Developed the ADT 

program

2-5, 6, 7, 15 

-16

Analysis and 

Evaluation.

Detailed 

Example

Responsible for Acquisitions & 

Due Diligence - Note 1,2 & 3.

Progressed key 

acquisitions. Note 3.

Advisor for Global 

Companies. Note 3 .

Subject matter expert 

- ISO Standards

2-5, 6, 7, 15 

-16

Practical Skills.
Organization and 

Communication.

Role 

Detail

Direct leadership of 15 

companies in Europe, North 

America, and Asia.

Board of directors 

special assignments. 

Note 3.

Led and managed 

consulting teams.

Served as organizer 

for the ADT Program

2-5, 18-22, 

26 -31

Interpersonal and 

Team Skills.

Role 

Detail

Direct Leadership of 500+ staff, 

including Executives and 

Managers.

Board of directors 

special assignments. 

Note 3.

Led and managed 

consulting teams.

Institute Continuing 

Development 

Programs

2-5, 8, 10

Project and 

Development Skills.

Role 

Detail
Develop 12 new business lines. 

Board of directors 

Special Role - Note 3.

Led and managed 

consulting teams. Note 3

Subject matter expert 

- FIE Standards
2-5, 8

Behavior & 

Values.

Ethical Awareness and 

Application.

Detailed 

Example

Implemented Sarbanes Oxley. In 

five companies - Note 4.
SOX. Note 4.

Lucas Ethics Committee. 

Note 4.
Conference Seminars

Refer Note 

5

Responsibility and 

Leadership

Detailed 

Example

Developed Division staff career 

progression structure.

Implemented Mentoring 

Program. 

Lucas Succession 

Committee. Note 3.

Conference Seminars 

and Webinars 
2-5, 8

Note SEEC Descriptors are applied to: 

- Business Career (column 4)

- Board of Director’s Service (column 5)

- Consulting Career (column 6)

- Professional Org (column 7)

A List of Addendums with a “page 

locator” is contained in Chart No 2 (on 

the following page).

Note 1: Responsibilities -Financial (P & 

L),  Strategy, and Operations for a 

Division with 15 businesses, 50 

Executives, and 450+ staff. Proof -

Testimonials and reference letters from 

Delphi Division Presidents, Board 

Chairman, and Corporate Executives.

Note 2: Responsibilities included 

Business Plan and Strategy 

development. Mergers and Acquisitions;  

Commercial, Engineering, and 

Manufacturing Leadership. Proof -

Testimonials, Professional credentials 

CEng, FSOE, FIRTE. Board of Directors 

Reports. Industry activity as a Subject 

Matter Expert. 

Note 3 – Refer to Addendums. Some 

Corporate information is strictly 

confidential, but context can be 

discussed in an interview.

Note 4 - Implemented Sarbanes Oxley 

(SOX) in eight global businesses. SOX is 

a  Federally mandated Internal Controls 

and Ethics System. Proof refer Note 3 

Proof of Learning: Correlation between SEEC Descriptors and Career Learning. 
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DProf Module 7109 – Proof of Learning Documentation: Addendums  

Addendum Proof of Learning Document Content  and Source Page 

No

No 1 Chronology Prior 2000 30

No 2 Letter from the President of Delphi - Ref Business and Personal Performance. 39

No 3 Letter from the President of Delphi - Ref Leadership. 40

No 4 Letter from the President of DPSS: Ref Business and Operational Performance. 41

No 5 Letter from Delphi European Board Chairman Ref Board Service. 42

No 6 -7 Board Directors Official Reports. Entity DPSS - 2,600 employees. Operations annual 

revenue is £670 Million. Source UK Government. 

43-45

No 8 Lucas Diesel Board Document. Source Lucas CEO. 46

No 9 Industry Board of Directors Roles and Chair Positions – Board Credentials.  47

No 10 Professional Credentials. Letters from Professor Challen & Mr K Perry SAE Executive. 49

No 11 Fellow Society of Operations, Fellow Institute of Road Transport Engineers. 50

No 12 Chartered Engineer CEng and Certs. Source UK. 51

No 13 Euro Engineer. Source FEANI. 52

No 14 Member Institute of Mechanical Engineers. Source Institute IMechE.  53

No 15 - 16 Professional Development Plan - Source MR. 55-56

No 17 Coaching and Mentoring – Source Delphi Corporation. 57

No 18 – 25 Subject matter expert. Source samples of professional engagements including 

Keynote Speeches and engagements as a visiting lecturer. Source Institutes and 

Societies. 

60-67

No 26 –30 Samples of inclusion in industry and professional publications. Source Publications. 69-73

No 31 – 32 Board of Directors Guidance Sarbanes Oxley and UK Companies Act 2006 75-76



26

Portfolio

Section 1 – Professional Learning Paper.

Section 2 – Annotated CV and Chronology.

Section 3 – Proof of Learning Documents.

Section 4 – Job Description (pages 27 and 28).

Addendums - No 31 and No 32 (pages 75 – 76).

Module 7109 Prior Learning Assessment and Recognition.



27

Board of 
Directors

Finance        
Executive

Operations 
Executive

Commercial 
Executive

Human Resource 
Executive

Manufacturing 
Executive

CEO

DProf Module: 7109 Job Description Assignment

Lucas Board of Directors  

Board of 
Directors

Fiduciary

M & A

GrowthPeople 

Risk

Board Responsibility                                         Scope                                              Scale  

Automotive Market
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DProf Module 7109: Job Description  - PMM (Mike) Rayne  

Title: Member of the Board of Directors of Lucas – 2019 - Present

Job Description:

Reporting to the Chairman and Stakeholders. In conjunction with the Board, my primary and overarching responsibilities are to ensure that the company meets all 

legal and ethical standards and that the company meets it’s fiduciary and resource responsibilities; including compliance with Sarbanes Oxley (addendum 31) and 

the UK Companies Act of 2006 (addendum 32). As a Board Member, my responsibilities also include advising the CEO on strategic and tactical issues and serving 

on key Board committees, including  Governance and Global Business Planning. My additional responsibilities include oversight of key projects, including 

acquisitions and partnerships. My duties and responsibilities are carried out via global site visits and “face-to-face” meetings with officers and commercial partners. 

My duties require intimate knowledge of the global automotive industry, its companies, executives, financial forecasts, and market trends. As part of these duties, I 

am often called on to develop and deliver speeches to investors and special interest groups; and maintain a presence at key industry conferences. I remain current 

with a Comprehensive Personal Development Plan (Addendums 15 and 16, pages 55 and 56).   

Roles and Responsibilities:   

❑ Corporate Governance, Ethics, Audit, and Internal Controls. (Addendums 31 and 31, pages 75 and 76)

▪ My role includes oversight of the company’s compliance with all regulatory bodies (Sarbanes Oxley, UK Companies Act, and EU Members Legislation). My 

role includes establishing and monitoring “Tone at the Top”. I fulfill these obligations via internal and external reviews of both facilities, staff, and reports.

❑ Committees.

▪ I support the Policy, Audit, Compensation, HR, and Succession Planning Committees, holding regular reviews and staff meetings. 

❑ Strategic Plan Review and Approval

▪ I actively participate in strategy sessions designed to set the strategic direction for the corporation; my focus at these sessions is to establish both policies and 

audits. I review long-and short-term goals and plans on a quarterly basis. 

❑ Risk. Assessment. 

▪ I conduct regular reviews of internal and external risk assessment studies and bring these to the Board and CEO’s attention during advisory meetings. 

❑ Financial and Fiduciary Oversight and Plan Approval. 

▪ I exercise oversight of financial performance and operating metrics. I review and approve annual budgets. I review key supplier and customer metrics. I 

conduct quarterly reviews of regional business key metrics (Revenue, EBITDA, Cash, and Receivable.)

❑ Executive Progression and Succession Plan Review and Approval 

▪ With committee members, I conduct regular reviews of the company’s progression and succession plans. I conduct biannual High Potential staff reviews. 

❑ Investor Reporting.

▪ I support the investor reporting function with market intelligence and industry trends.  

❑ Merger and Acquisition Review and Approval 

▪ As a Board member, I Approve all Mergers and Acquisitions.

MR UWTSD Sept 8 2020 P1a150.pptx
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CURRENT  POSITION– Member of the Lucas Board of Directors.

PREVIOUS POSITIONS – Global Vice President at Delphi Automotive. Managing Director at FTI Consulting.

CREDENTIALS - Chartered Engineer CEng, Chartered Environmental Engineer CEnv. Professional Affiliations: Fellow Society of Operations Engineers, Fellow 

Institute of Road Transport Engineers, Member Institute of Mechanical Engineers  IMechE, Member Society of Automotive Engineers. European Union EUR ING

SUMMARY

I am a Global Senior Executive with a proven record driving revenue growth, and market expansion in North America, Europe and Asia Pacific. My career has 

progressed from operational leadership to Board responsibility. I have developed strategies that increased revenue, profit and shareholder value for industry leaders 

Delphi, TRW and Lucas Industries. My direct responsibilities included a $500M P&L, and management of global operations in 12 countries. I have focused on 

transforming declining businesses into profitable operations; developing emerging technologies to seize competitive advantage and reorganizing operations for better 

performance and profitability and identifying and securing acquisitions and strategic partnerships.

AREAS of EXPERTISE

Revenue and Profit Growth, I Change Management I Restructuring I Interim Management I Board of Directors I Mergers I Acquisitions I Integration I Restructuring I 

Growth in Emerging Markets I Business Development I Lean I Organizational Redesign I Engineering I Manufacturing.

ACHIEVEMENTS

Business Expansion – Launched new Delphi DPSS businesses in Russia, China, Brazil  and USA.  

Performance Improvement - Restructured eight business units driving financial and productivity improvements. 

Mergers and Acquisitions – Acquired Hartridge Ltd a leading global equipment manufacturer. 

Employees - Developed and implemented staff Succession and Progression and Mentoring programs on six sites. 

Infrastructure - Implemented new corporate audit system (Sarbanes Oxley) and global IT system (SAP) on nine sites. 

Manufacturing – Developed new manufacturing capability for car and truck fuel systems in EU and North America                       

Corporate - As a Member of the Delphi European Board oversaw Chapter 11 bankruptcy exit for a $6B region.

AWARDS

Society of Automotive Engineers:  McFarland Award                   Ortner Award - 1993. 

Delphi Presidents Business Award - 2008.                                   Delphi Mentoring Award – 2012. 

Annotated CV and Chronology - Addendum No 1. Pages 1 – 7                                                   

Business Expansion

*Reference: Data extracted and updated from PMM DPSS records. Source DPSS PBP 
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Company Lucas: 2019 –Present. (4 yrs)

Role: Board Member. Lucas Board of Directors 

❑ Fiscal Responsibilities – I exercise oversight of financial performance and operating metrics; review and approve annual budgets; 

review key supplier and customer metrics and conduct quarterly reviews of regional business key metrics (Revenue, EBITDA, 

Cash, and Receivable.)

❑ Governance, Ethics, and Internal Controls – I ensure compliance with all regulatory bodies (Sarbanes Oxley, UK Companies Act 

and EU Members Legislation). I establish/reinforce “Tone at the Top” and review internal and external annual audit reports.

❑ Strategic. I provide advice to set the strategic direction for the corporation by establishing both policies and audits and review long-

and short-term goals and plans. 

Company FTI Consulting: 2015 –2018. (4 yrs)

Role: Managing Director.

❑ Strategic Advisor Responsibilities: I provide advisory services and support for Business Performance Improvement, Interim 

Management, New Business Development via “Step Change Growth” and Cost Optimization via SG&A Reduction, Working 

Capital Improvement, and Lean Implementation. 

❑ Key Assignment Highlights: 

❖ Advisory role for Fortune 100 company developing market strategy for North America. 

❖ Due diligence for Private Equity company engaged in automotive sector acquisition 

❖ Lead Advisor and Program management for a global corporation launching a new division.  

Company RBS Consulting LLC: 2013 – Present.

Role: President

❑ Management Consulting and Strategic Advisor specializing in Tier 1 and 2 companies in North America and Europe. My focus 

areas include Growth through Strategic Partnerships, Product Change Management, Organizational Redesign, Market Share 

Analysis, and Road Map Development.   

Annotated  Curriculum Vitae. 2013 to Present                                                   

Annotated CV and Chronology - Addendum No 1. Page 2 of 7                                                   

*Reference: Data extracted and updated from PMM DPSS records. Source DPSS PBP 
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Company: Delphi Corporation. 2004 – 2013 (9 yrs)

Roles: Vice President Delphi PSS Division.

Board Member Delphi European Governance Board.

My General Management and Vice President Responsibilities included: 

❑ Division Management Responsibility – (inset right ->)

❑ Fiscal Responsibilities – Profit and loss responsibility for 15 companies with a staff of 500+.

❑ Operational Responsibilities – Sales, engineering, quality, distribution, and marketing.

❑ Strategic Responsibilities – Launching new businesses in China and Eastern Europe.

❑ Corporate Board Responsibility - Delphi Chapter 11 filing in EMEA and the acquisition of Hartridge Ltd:
• Division Audit and Ethics programs.

• Divesture and acquisitions.

• Division five-year plan development approval and execution. 

❑ Special Customer Responsibilities – Negotiation for Volvo, PSA, and GM Europe.  

❑ Business Growth– Responsible for the global launch of a $200M Common Rail Product line.

❑ Engineering and Manufacturing – Developed and introduced the reverse-engineered Series 60 electronic 

unit injector program.

❑ Staff – Implemented Succession and Progression and Mentoring Programs on 12 sites.

❑ Quality and Systems – Implemented  new quality and IT systems on 9 sites in Europe and NA: 
• QS 9000 global quality system.

• SAP Corporate mainframe IT operation and management system. 

My Board of Directors Roles and Responsibilities included:

❑ Board Member Delphi European Board – Responsible for a $6B region with 30 factories: 
• Board managed the Chapter 11 process 2005 - 2008 including divestiture and acquisitions.

• Oversight of the European expansion in Eastern Europe and Russia. 

❑ Board Member Delphi UK Responsible for fiscal and audit oversight:
• Oversight of $12M site investment. 

❑ Board Member Delphi Turkey - Responsible for fiscal and audit oversight:
• Oversight of Central Asia strategy and implementation. 

Division  Management  Responsibilities

Fiscal,  Operational and Strategic Responsibility

North America (USA, Mexico, Canada).

Europe (UK, France, Spain, Germany, Poland, Italy)

South America – (Brazil, Argentina, Chili)

Central Europe / Russia – (Russia, Belarus, Hungary, Romania) 

Asia – (China and Korea).

Central Asia – (Kazakhstan)

Australia 

Delphi

UK Turkey

Europe

Board Member  Responsibilities

Annotated  Curriculum Vitae. 2004 to 2013                                                   

Annotated CV and  Chronology - Addendum No 1. Page 3 of 7                                                   

*Reference: Data extracted and updated from PMM DPSS records. Source DPSS PBP 
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Company Delphi Corporation: 2000 – 2004 (4 yrs.)

Role: Managing Director Delphi DS North America.

My roles and responsibilities included:

• Senior Executive responsible for P&L in USA, Mexico and Canada. 

• Member of the Delphi/TRW global integration team. 

• Drove change management program, implementing consolidation in sales, purchasing, engineering 

and operations. 

• Led new business development with US government securing multi year military contracts.

• Chairman of the ADS Manufacturers Committee. 

General Management and Regional Leader Responsibilities.

My roles and responsibilities included: 

❑ Fiscal Responsibilities – Profit and loss responsibility for 4 companies with a staff of 180. Additional 

responsibilities included a $10M North American restructuring program.

❑ Operational Responsibilities – Sales, operation, engineering, quality, distribution and marketing.

❑ Strategic Responsibilities – Restructuring operations in Canada and Mexico.

❑ Corporate Responsibility – Leading the Delphi DPSS Diesel / TRW integration.

❑ Special Customer Responsibilities – Negotiations for new contracts with the US Military.  

❑ Business Growth– Responsible for global launch of $200M Common Rail product line.

❑ Engineering and Manufacturing – Developed and introduced the reverse engineered Series 60 

electronic unit injector program.

❑ Staff – Implemented Succession and Progression and Mentoring Programs in USA and Mexico.

❑ Quality and Systems – Implemented new operational IT system in North America.
• Implemented international quality system(QS9000) in USA.

• Implemented lean manufacturing system in USA.

Special Responsibilities.

❑ I took Delphi PSS Commercial Vehicle business to #2 in market sector with 30% revenue growth. 

Strategic and  Profit and Loss / 

Operational Responsibility

America’s Region 

■ USA, 

■ Mexico

■ Canada

■ Central America

■ Brazil.

Annotated  Curriculum Vitae. 2000 to 2004                                                   

Annotated CV and Chronology - Addendum No 1. Page 4 of 7                                                   

*Reference: Data extracted and updated from PMM DPSS records. Source DPSS PBP 
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Company TRW: 1996 – 2000 (5 yrs.)

Role: Managing Director TRW DS North America.

My roles and responsibilities included:

• Executive responsible for P & L in North America. 

• Member of the TRW/LucasVarity integration team. 

• Commercial responsibility for key OEM accounts, including Volvo, Caterpillar, and 

General Motors. 

• Led revenue/profit growth plan achieving 15% growth. 

• Implemented lean manufacturing in North America and implemented SAP and ISO 

9000. 

• Member of the ADS Board of Directors.

General Management and Regional Leader Responsibilities.

My roles and responsibilities included: 

❑ Fiscal Responsibilities – Profit and loss responsibility for US operations in Detroit, New 

York, and Chicago. Additional responsibilities included a $5M local restructuring 

program.

❑ Operational Responsibilities – Sales, operation, engineering, quality, distribution, and 

marketing.

❑ Strategic Responsibilities – Restructuring two manufacturing plants.

❑ Corporate Responsibility – Leading the Lucas / TRW integration.

❑ Special Customer Responsibilities – Negotiations with Caterpillar for major programs.

❑ Business Growth– Expanded Detroit plant to ramp up production by 20%.

❑ Engineering and Manufacturing – Developed and introduced the reverse-engineered 

Series 60 electronic unit injector program.

❑ Partnerships – Responsible for Holset US and Central America franchise negotiations. 

Annotated  Curriculum Vitae. 1996 to 2000                                                   

Annotated CV and Chronology - Addendum No 1. Page 5 of 7                                                   

*Reference: Data extracted and updated from PMM DPSS records. Source DPSS PBP 
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1980 – 1996 

Summary.

During the period 1980 through 1996 my roles and responsibilities included:

• Technical Director/Chief Engineer, Lucas PSS. Responsibilities included local design 

and development teams. 

• Full Responsibility for Launch of the PSS General Motors V6 Oldsmobile 5.7L Diesel.

• Responsible for the integration of a new Lucas plant in Greenville South Carolina, 

with Troy HQ.

• Launched General Motors V6 Diesel service program. 

• Developed and implemented a nationwide service network of 500 independent 

specialists. 

• Designed and implemented regional warranty and exchange unit program. 

• Led joint General Motors and Lucas service operations of 50 engineers. 

• Created remanufacturing operations in North America and Europe. 

• Reduced costs and increased profit in Lucas DS. 

Highlights / Milestones: During this period, my career milestones included: 

❑ Technical Director / Chief Engineer:
• Launch responsibility for GM Oldsmobile 5.7-liter fuel system service program.

• Expanded global Lucas network. 

• Developed Jaguar North America ECU facility. 

❑ Principal Engineer:
• Led Project 4030 Full Authority Electronic Engine Management system launch.

• Led Lucas / CAV Hybrid vehicle (MIW) program.

• Led CAV commercial vehicle fully automatic transmission launch. 

❑ Product Line Engineer:
• Assumed the Project lead role for the PSS “Motor in Wheel” program. 

Annotated  Curriculum Vitae. Career Roles and Responsibilities Prior to 1996                                                 

Annotated  CV and Chronology - Addendum No 1. Page 6 of 7                                                   

*Reference: Data extracted and updated from PMM DPSS records. Source DPSS PBP 
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Annotated  Curriculum Vitae.

Developing People. China Team Conference Shanghai                               

Annotated CV and Chronology - Addendum No 1. Page 7 of 7                                                   

*Reference: Data extracted and updated from PMM DPSS records. Source DPSS PBP 
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Module 7109 Prior Learning Assessment and Recognition.

ADDENDUMS.

Portfolio

Section 1 – Professional Learning Paper.

Section 2 – Annotated CV and Chronology.

Section 3 – Proof of Learning Documents.

Section 4 – Job Description.

Addendums – No 1 through No 32 (pages 30 – 76).
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Dprof Module 7109 – Proof of Learning Addendums 2 – 9. 

Scope, Scale, and Level of Corporate Responsibility.

SEEC Descriptors: Operational Context, Autonomy, Responsibility, Leadership, Problem Solving,

Critical Thinking, Knowledge (Note 3), Organization, and Ethics

Addendums 2 – 5. Global Managing Director and Executive Vice president responsible for fifteen

businesses (Note 1) and a staff of 500+

Addendums 6 – 8. Member of the Board of Directors (Note 2) - Responsibility, 2,500 employees, six

locations, annual revenue of GBP 670 million pounds

Addendum 9. Industry Board of Directors Roles.

Note 1 – Due to corporate confidentiality, division performance data is not included; however, this information can be shared via an

interview at the examiner’s convenience.

Note 2 - Due to confidentiality, reports for the European Governance Board EGB, referred to in Mr. Gassen’s letter, are not included,

however. For information, the EGB Board governed six Delphi Divisions, 12 countries, and a revenue of $6 billion dollars.

Data for the UK companies I directed is in the public domain via (Gov.UK) and is therefore shown in this document.

Note 3 – Knowledge includes business (financial, commercial, technical and production operations, engineering, HR purchasing and

sales/marketing), corporate (strategy, mergers, and acquisitions, global leadership, talent management), and Board (ethics, corporate,

and investor strategy).
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DProf Module 7109: Proof of Learning – Addendum No 2

Information from Delphi President with a Business Performance Review.                        

Extract from the President’s letter Original Available
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DProf Module 7109: Proof of Learning – Addendum No 3

Information from Delphi President with a Leadership Performance Review 2008                        

Delphi P & S(DPSS) Division Leadership Award Original Available
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DProf Module 7109: Proof of Learning – Addendum No 4

Information from Delphi President with a Business Performance Review 2010 - 2013                        

Extract from the President’s letter Original Available



42

DProf Module 7109: Proof of Learning – Addendum No 5

Information from Delphi European Board of Directors President with a Performance Review 2004 - 2013                        

European Board Review Original Available
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DProf Module 7109: Proof of Learning – Addendum No 6

Experience / Learning on Corporate Boards of Directors in the UK – Original Available                        

Report Extracted from Companies House UK Register (GOV.UK) 
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Report Extracted from Companies House UK Register (GOV.UK) 

DProf Module 7109: Proof of Learning – Addendum No 7

Experience / Learning on Corporate Boards of Directors in the UK – Original Available                        

Performance

Turnover      - £667,480 M

Profit            - £221, 386 M

Employees   - 2,394
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Companies House UK Register (GOV.UK) 

DProf Module 7109: Proof of Learning – Source for Addendum’s No 6 & 7

Experience / Learning on Corporate Boards of Directors in the UK – Original Available                        
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DProf Module 7109: Proof of Learning – Addendum No 8

Board of Directors Appointment 2019 – Original Available                        
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Corporate and Private Board Membership and Duties

ADS Board of Directors

➢ Board Member: 1986 - 2003 

➢ Executive Committee Member: 1999 - 2001

➢ Chairman Manufactures Committee: 1995 - 2012

➢ Ornter Foundation Member: 2000 - 2012  

DProf Module 7109: Proof of Learning – Addendum No 9

Industry Board of Directors Roles 1998 - 2012 – Originals Available                        
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DProf Module 7109 – Proof of Learning Addendums 10 - 16 

Professional Credentials and Certification; Industry Contribution.

SEEC Descriptors: Knowledge and Understanding, Analysis and Evaluation, Project Development

Skills, Professional Development Plan (Note 1 and 2).

Addendums 10 - 14 – Chartered Engineer, Euro Ing, Fellow of the Institute of Road Transport Engineers,

Fellow of the Society of Operations Engineers, Member of the Institute of Mechanical Engineer, Member of

the Society of Automotive Engineers, Chartered Environmentalist.

Addendums 15 & 16. Professional Development Plan.

Note 1 – Due to corporate confidentiality, division performance data is not included; however, this information can be shared via an

interview at the examiner’s convenience.

Note 2 – Plan includes business (financial, commercial, technical and production operations, engineering, HR purchasing and

sales/marketing), corporate (strategy, mergers, and acquisitions, global leadership, talent management), and Board (ethics, corporate,

and investor strategy).
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DProf Module 7109: Proof of Learning – Addendum No 10

Professional Credentials and Certification; Industry Contribution - Originals Available 
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- Fellow of the Society of Operations

Engineers FSOE

- Fellow of the Institute of Road Transport

Engineers FIRTE

DProf Module 7109: Proof of Learning – Addendum No 11

Professional Credentials and Certification; Industry Contribution - Originals Available 
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Chartered Engineer 

Certificate No 051563  

Original Available                        

DProf Module 7109: Proof of Learning – Addendum No 12

Professional Credentials and Certification; Industry Contribution - Originals Available 
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DProf Module 7109: Proof of Learning – Addendum No 13

EURO ING Certification – Original Available                        
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DProf Module 7109: Proof of Learning – Addendum No 14

Professional Credentials and Certification; Industry Contribution - Originals Available 
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DProf Module 7109: Proof of Learning – Addendum No 14a

Chartered Engineer Peer Review Process – Original Available 

Dear Mr Rayne

I am pleased to advise that your application for membership of the Institution has now reached the 

stage where you are invited to attend a professional review. 

The interview is a peer review process and the panel of interviewers will normally consist of Fellows 

and Corporate Members of the Institution. It is our aim to conduct the interview in a friendly and 

informal manner, with  discussions lasting approximately 45 minutes.

Mr William Morris will be present on behalf of the IMechE to ensure the interview is conducted fairly 

and appropriately and he will be pleased to help you in any way he can. Please arrive at the venue at 

least ten minutes beforehand so he can meet you and brief you on the procedure.

It is your competence and commitment as a mechanical engineer that is being assessed. You are 

required to demonstrate these attributes through the evidence you have provided to us. You will be 

asked to give details of your future plans for maintaining professional competence, and we ask that 

you bring your Development Action Plan with you to the interview. It is the role of the interview panel 

to confirm there is sufficient evidence of competence to recommend you to the Professional Review 

Committee.

To help you prepare for the interview. I enclose a set of guidance notes and a map of the location

Interview Date:    27, July 2006

Interview Time:    09.45hr

Venue:                The University of Warwick

Boardroom 1 International Manufacturing Centre Coventry

CV47AL. 
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Focus Area Organization 

Expectation

Gaps in Learning / 

Understanding

Previous Experience / Training How will the expectation be 

achieved ?

How the expectation  

be evaluated ?

Timing Note

Professional Knowledge. Current on all new 

Commercial, Technical 

and Regulatory issues 

impacting Lucas.

1. 2020 / 2021 NA, EU 

and Asian regulations. 

2. BREXIT. 

Training programs with Delphi and FTI. 1. Seminars and Conferences   (ref 

conference list).

2. Research (ref reading list).

Board and CEO 

review.

Q3

2021 -

2022

1

Board of Directors Roles. Leadership of sub 

committees and input 

to steering groups. 

Issues in China and 

South America which 

will impact the Finance, 

Audit and HR 

subcommittees. 

1. Delphi assignments in China and 

Brazil. 

2. Board strategy reviews.

3. CEO review. 

1. Local assignments in Shanghai 

and Beijing.

2. Local assignments in Sao Paulo 

and Curitiba.

3. Research (refer reading list). 

1. CEO review.

2. Subcommittee 

leadership.

3. Market expansion 

in China & SA.

Q3 & 

Q4 

2022.

Global Industry Trends. Depth and breadth of 

knowledge on current 

and future global  

industry trends. 

Deep knowledge of 

economic and business 

drivers in:

1. Central Asia.

2. Telematics sector.

1. Executive programs at GM, Delphi, 

Lucas & TRW. 

2. Professional Programs delivered by 

Industry.

3. Seminars.  

1. Harvard program.

2. Market and technology studies.

3. Research (refer reading list).

4. Industry conferences.

5. Travel to key markets and 

companies. 

Board special reports 

and peer reviews.

Q1 

2021-

2023.

1

Geopolitical Trends. Competent to advise 

Board on new markets 

including Asia and SA.

Industry developments 

in key market.

Seminars and Conventions during the 

period 2008 – 2012. 

1. Conventions (refer list).

2. Research (refer reading list).

3. Seminars.

1. Board.

2. CEO.

3. Mgmt Team.

Q3/4 

2021-

2023.

1

Global Interpersonal. 

Skills 

Ability to evaluate 

leadership, staff, 

customers and 

suppliers in Asia.  

China, Korea, Brazil and 

Argentina. 

Global Leadership role in Delphi and 

TRW.

Emersion in key markets with focus 

on China and Brazil.  

TBA. Q3 –

2021 -

2022.

Legal and Audit. Update on Audit 

Regulations. 

2021 NA, EO and ROW 

regulation changes.

Delphi and FTI experience with Tier I 

companies. Experience with Sarbanes 

Oxley.

Seminars. Seminar completions. Q1

2021.

Continuous Education: Comprehensive Development Plan: Commitments and Timing

DProf Module 7109: Proof of Learning – Addendum No 15

I Mech E and Chartered Engineer Development Plan  – Original Available                        
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Focus Areas Organization 

Expectation

Gaps in Learning / 

Understanding

Previous Experience / Training How will the expectation be 

achieved ?

How will  the 

expectation be 

evaluated ?

Timing Note

Analytical Tools. Ability to advise the 

Board on “Predictive 

Failure Analysis” 

technologies.

1. Developments in 

“Hub and Spoke” 

models.

2. GM and Ford 

infrastructure plan.

1. Assignments with Fortune 500 

companies including Daimler and Volvo.

2. Training and Convention delivered by 

the Society of Automotive Engineers.

3. Technical & Commercial Papers. 

1. Industry training courses from the 

Institute of Mechanical Engineers.

2. Technology paper review.

3. Conference attendance.

1. CEO.

2. Lucas Technical 

and Commercial 

Directors. 

Q1 

2022.

1

Organizational 

Familiarity. 

Committee Chair for 

emerging regions and 

new product 

developments. 

Current business and 

economic climate in 

Central Asia and South 

America. 

1. Establishing new companies for 

Delphi in China, Central Asia and 

Russia during the period 2008 - 2012

2. Common Rail product launch in 

Europe and Middle East 2007.

1. Market and economic research in 

defined market. 

2. Regional emersion in Central Asia 

and South America.

1. CEO.

2. Board 

Commercial 

Committee. 

Q4 

2021.

HR - Succession 

Planning.

Participate in the 

company Succession 

and Progression 

selection. 

Continuing interface 

with the company's 

global talent. 

1. Experience with major corporations 

in leadership and Board of Directors 

roles.

2. Participating as a mentor in business 

and private sectors. 

1. Human Resource and Leadership 

training. 

2. Direct interface with Lucas 

regional talent. 

CEO, Board and 

Investors.

On 

going. 

Notes

1. Refer Addendums

Continuous Education: Comprehensive Development Plan: Commitments and Timing

DProf Module 7109: Proof of Learning – Addendum No 16

I Mech E and Chartered Engineer Development Plan  – Original Available                        
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Coaching and Mentoring.

SEEC Responsibility and Leadership.

Addendum 17 – Delphi Coaching and Mentoring Award.

Note 1 – Delphi Corporation has a professional coaching and mentoring program. I actively participated in this program during my years

leading the division.

DProf Module 7109: Proof of Learning – Addendum No 17

Coaching and Mentoring Delphi Corporation  – Original Available                        
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Delphi Mentoring Award 2012
Special Training and Assignments

Mentoring – Delphi and University of North Florida

Coaching.

DProf Module 7109: Proof of Learning – Addendum No 17

Delphi Corporate Mentoring Award – Original Available                        
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Industry Presence.

SEEC Descriptors: Knowledge and Understanding, Analysis and Evaluation, Communication.

Addendums 18 – 25. – Subject matter expert. Source samples of professional engagements, including

Keynote Speeches and engagements as a visiting lecturer.

Addendums 2 – 6. Division Leader and MD Roles (Note 1).

Note 1 – Due to corporate confidentiality, division performance data is not included; however, this information can be shared via an

interview at the examiner’s convenience.

DProf Module 7109: Proof of Learning – Addendum’s No 18 - 25

Sample of Professional Engagements as a Subject Matter Expert – Originals Available                        
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DProf Module 7109: Proof of Learning – Addendum No 18

Sample of Professional Engagements as a Subject Matter Expert – Originals Available                        
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DProf Module 7109: Proof of Learning – Addendum No 19

Sample of Professional Engagements as a Subject Matter Expert – Originals Available                        
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DProf Module 7109: Proof of Learning – Addendum No 20

Sample of Professional Engagements as a Subject Matter Expert – Originals Available                        
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DProf Module 7109: Proof of Learning – Addendum No 21

Sample of Professional Engagements as a Subject Matter Expert – Originals Available                        
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DProf Module 7109: Proof of Learning – Addendum’s No 22

Sample of Professional Engagements as a Subject Matter Expert – Originals Available                        
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DProf Module 7109: Proof of Learning – Addendum’s No 23

Sample of Professional Engagements as a Subject Matter Expert – Originals Available                        
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DProf Module 7109: Proof of Learning – Addendum’s No 24

Sample of Professional Engagements as a Subject Matter Expert – Originals Available                        
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DProf Module 7109: Proof of Learning – Addendum’s No 25

Sample of Professional Engagements as a Subject Matter Expert – Originals Available                        

Selected as lecturer for the Society of 

Automotive Engineers Advanced 

Technologies Academy.

The Academy is a two-week intensive 

program designed for automotive 

professionals. 

The academy takes place in selected 

venues in both the USA and Europe

Academy Lecturers:

Professor Bernard Challen.

Doctor Maden Goyal.

Mr Ronald Tharby.

Professor Helmet Tschoeke.

Doctor Jon Van Gerpen.

Mr PMM Rayne.

Doctor Magdi Khair. 

SAE Academy  Brochure

Diesel Engine Technology Academy May 15, Troy, Michigan
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Industry Presence

SEEC Descriptors: Knowledge and Understanding, Analysis and Evaluation, Communication.

Addendums 26 - 31. – Article inclusion in Industry and Professional Publications.

DProf Module 7109: Proof of Learning – Addendum’s No 26 - 31

Sample of Professional Engagements as a Subject Matter Expert – Originals Available                        
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Professional Journals, Industry and Market Reports, Market Publications, and Forums                                  

DProf Module 7109: Proof of Learning – Addendum’s No 26

Sample of Professional Engagements as a Subject Matter Expert – Originals Available                        
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Professional Journals, Industry and Market Reports, Market Publications and Forums                                  

DProf Module 7109: Proof of Learning – Addendum’s No 27

Sample of Professional Engagements as a Subject Matter Expert – Originals Available                        

Citation

Rayne, M. (2011) ‘Le Quotidien 

du Salon’, The Daily News 

Equip Auto, 4, pp. 18-18.
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DProf Module 7109: Proof of Learning – Addendum’s No 28

Sample of Professional Engagements as a Subject Matter Expert – Originals Available                        

Professional Journals, Industry and Market Reports, Market Publications, and Forums                                  
Citation

Interview with El Economista at the Futuro Del Sector Automocion Meeting. (2018) ‘The Future of the Automotive Industry ‘, 

Madrid, Spain.
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DProf Module 7109: Proof of Learning – Addendum’s No 29

Sample of Professional Engagements as a Subject Matter Expert – Originals Available                        

Professional Journals, Industry and Market Reports, Market Publications, and Forums                                  

Citation

Rayne, M. (2019) ‘The 

Battle for Powertrain 

Market Share’, Reman 

World, 4, pp. 28-29.
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DProf Module 7109: Proof of Learning – Addendum’s No 30

Sample of Professional Engagements as a Subject Matter Expert – Originals Available                        
P

PCitation

Rayne, M. and Fisher, E. (2008). ‘Are You Ready for the Diesel Challenge’, Cat Magazine, 7, pp. 12-14.
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Module 7109 Prior Learning Assessment and Recognition.

ADDENDUMS.

Portfolio

Section 1 – Professional Learning Paper.

Section 2 – Annotated CV and Chronology.

Section 3 – Proof of Learning Documents.

Section 4 – Job Description.

Addendums – No 1 through No 32 (pages 30 – 76).
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DProf Module 7109 : Job Description Addendum 31
References: UK Companies  Act 2006

Citation

:  Companies Act 2006. c.28. Available at: http//www.legislation.gov.uk/ukpga/2006/28/contents/enacted (Accessed: 18 August 2022)

Current Roles 

Lucas Board of Directors.

❑ President RBS LLC.

• Tier 1 “C” Suite Advisor

• Strategic Plan Consultant 

❑ Professional Commitments. 

■ Chartered Engineer. 

■ Society of Operations Engineers.

■ Institute of Mechanical Engineers. 

Guideline and References.  

❑ Sarbanes Oxley. 

❑ UK Companies Act 2006.

Draft

Extracts from the Companies Act 2006. c. 28. The Act Provides  guidance for Boards of Directors  



76

“Sec. 101 SARBANES-OXLEY ACT OF 2002 TITLE I—PUBLIC COMPANY ACCOUNTING 

OVERSIGHT BOARD SEC. 101. ø15 U.S.C. 7211¿ ESTABLISHMENT; ADMINISTRATIVE 

PROVISIONS. (a) ESTABLISHMENT OF BOARD.—There is established the PCAOB, to 

oversee the audit of companies that are subject to the securities laws, and related matters, in 

order to protect the interests of investors and further the public interest” (H.R 3763, 2002) 

DUTIES OF THE BOARD.—”The Board shall, (2) establish or adopt, or both, by rule, auditing, 

quality control, ethics, independence, and other standards. (4) conduct investigations (5)  

promote high professional standards” (H.R 3763, 2002) 

DProf Module 7109 : Job Description Addendum 32

Current Roles 

Lucas Board of Directors.

❑ President RBS LLC.

• Tier 1 “C” Suite Advisor

• Strategic Plan Consultant 

❑ Professional Commitments. 

■ Chartered Engineer. 

■ Society of Operations Engineers.

■ Institute of Mechanical Engineers. 

Guideline and References.  

❑ Sarbanes Oxley. 

❑ UK Companies Act 2006.

Draft

References: Sarbanes Oxley Act of 2002

Citation

H.R. 3763 -107th Congress: Sarbanes-Oxley Act of 2002. Available at http//www.GovTrack.us/2002contents/enacated. (Accessed 18 August 2022)

Sec. 101 

101. ø15 U.S.C. 7211¿ ESTABLISHMENT; ADMINISTRATIVE PROVISIONS. (a) ESTABLISHMENT OF BOARD.

is established the Public Company Accounting Oversight Board, to oversee the audit of companies that are subject to the 

securities laws, and related matters, in order to protect the interests of investors and further the public interest in the 

preparation of informative, accurate, and independent audit reports. The Board shall be a body corporate, operate as a 

nonprofit corporation, and have succession until dissolved by an 

an agency or establishment of the United States Government, and, except as otherwise provided in this Act, shall be 

subject to, and have all the powers conferred upon a nonprofit corporation by, the District of Columbia Nonprofit 

Corporation Act. No member or person employed by, or agent for, the Board shall be deemed to be an officer or employee 

of or agent for the Federal Government by reason of such service. (c) 

DUTIES OF THE BOARD

determination is made by the Commission under subsection (d) of this section

prepare audit reports for issuers, brokers, and dealers, in accordance with section 102; (2) establish or adopt, or both, by 

rule, auditing, quality control, ethics, independence, and other standards relating to the preparation of audit reports for 

issuers, brokers, and dealers, in accordance with section 103; (3) conduct inspections of registered public accounting 

firms, in accordance with section 104 and the rules of the Board; (4) conduct investigations and disciplinary proceedings 

concerning, and impose appropriate sanctions where justified upon, registered public accounting firms and associated 

persons of such firms, in accordance with section 105; (5) perform such other duties or functions as the Board (or the 

Commission, by rule or order) determines are necessary or appropriate to promote high professional standards among, 

and improve the quality of audit services offered by, registered public accounting firms and associated persons thereof, or 

otherwise to carry out this Act, in order to protect investors, or to further the public interest; (6) enforce compliance wit

this Act, the rules of the Board, professional standards, and the securities laws relating to the preparation and issuance of

audit reports and the obligations and liabilities of accountants with respect thereto, by registered public accounting firms 

and associated persons thereof; and (7) set the budget and manage the operations of the Board and the staff of the 

Board. 

Extract from H.R 3763. The Sarbanes Oxley Act of 2002.

H.R. 3763  Provides  guidance for Boards of Directors  
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Module 7109 Prior Learning Assessment and Recognition.

ADDENDUMS.

Portfolio

Section 1 – Professional Learning Paper.

Section 2 – Annotated CV and Chronology.

Section 3 – Proof of Learning Documents.

Section 4 – Job Description.

Addendum - No 1 through No 32 (pages 30 – 76).


