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Raises Finally Seen in August Checks; GUILD SNAPSHOT:
Next Pay Boost Due Around March 1 Brett Ferguson
By John Small, Guild Co-Vice Chair By Katherine Harris
After a grueling contract-renewal pro- According to a company statement is- sk BNA reporter Brett Ferguson
, sued July 31, :the unprecedented combina- if unions really make a differ-
cess that lasted into the summer, BNA o, of five months of retroactivity, differ; ence, anche'll quickly tell
workers finally saw their raises in the Aug. €ntgeneralincreases to employees at Step, you about his night-and-day

] 0-5 (2%) and Step 6 (3%), and a newvorkplace experiences with and with-
3 paychecks. That was about six weeks payroll system created a complex task thagut guild representation.

required a great deal of planning, effort,

and problem-solving...Thanks to all for  Unjons “Even the Playing Field”
year contract, and there was some grum- your underStanding and patience-" Two years ago, Ferguson’s emp|0yer'

. . Hopefully, the company will begin @ ¢ financial news service Futures World
bling about the long delay. In this era of |ittie earlier inimplementing the nextraiseSyews was in the process of being sold.

which incidentally come due around Marc¢ hough it was clear that the impending

1. That's less than six months from now! yaal would likely result in devastating
layoffs, Ferguson said his company kept its
employees in the dark during the takeover
upheaval. Expressing their helplessness,
several of Ferguson’s FWN colleagues said
that they wished they “had a union.”

When Ferguson landed a job at BNA a
year and a half ago, he acknowledged that
he was “on the fence” about joining the
union. But, remembering the powerless-
ness of employees at his last job, the 26-
year-old joined up, saying that being a
union member gives him the “peace of
mind” of having “a lot more protection”
and job security.

“It's good to have an organized bar-
gaining unit on my side. It evens the
playing field” when employees negotiate
with management, he said.

after Guild members ratified the new three-

high-speed computers, many employees

wondered what took so long.

Generous Benefits Boost
Employee Loyalty
Though he said that he would like the
guild to be as “conciliatory” as possible in
dealing with BNA representatives—and
was thus disappointed that the recent con-

; . . tract negotiations were so contentious—
Management never really provided {ew parentmg Benefit . L .
satisfactory answer as to why they were so Ferguson said he is impressed with the
unprepared to quicklyimplementthe raises- 'S @ result of the new contract, someewly negotiated contract.

especially since negotiations lasted fofMPloyees also began to use a new ben- In fact, as a new father, Ferguson has
months past the March 1 expiration of th fit—three weeks of paid parental leave abeen able to take advantage of the new
old contract. Finally, after repeated prodi'® birth of a child. By mid-summer, sev-paid parental leave benefit, which allows

ding by the Guild and after threats of griev?raI employees (mothers AND fathers) had

ances, theraises appeared as the “dog days” (Continued on next page ) (Continued on next page )
of August began.

This publication is neither authorized nor sponsored by BNA. This is a WBNG newsletter intended for Bargaining Unit members at BNA.



Raises Finally Seen

(Continued from previous page )

used the new leave. (See related story The bargaining process was accom
on Brett Ferguson.)
Some other new benefits are the “phas@ew members join the union. It also i
in retirement” and diversion of surpluscluded seven rallies and marches up
unused annual leave to the Sick Leavdown M Street.
Bank. Employees contemplating retirement  The contract maintains numerous ot

may reduce their hours (to as few as 20 pbenefits such as five weeks of vacatiof

week) in the 12 months before they intengfter 14 years), 10 paid holidays, thr
to end their BNA careers. They continue tgaid personal days, and 13 days of s
receive pro-rated benefits, and their perleave, which accumulates yearly. The @
sion benefit is not affected because as thege tuition reimbursement remains
pension benefit is calculated, you can reéb2,400 per semester or quarter, but
duce hours in the last five years withoueligibility waiting period was cut in hal
reducing pension benefits. Meanwhilefor part-timersThe transportation subsig
the first diversion of surplus leave to th
Sick Leave Bank will not actually occurnotentitled tofreparking, to $630 per yea
until Jan. 1, 2002, because the use-or-lose The agreement also allows BNA
provision applies to any leave unused aftéimplement policies to curb “excessive |
Dec. 31Thus, Guild-covered employees ar@f emergency leave” but prohibits dis
encouraged to continue to donate generoughjine in use of sick leave unlessiitis use
to the Sick Bank, which continues to hel@® “pattern demonstrating abuse.”
those with the most serious medical prob- The final elements of the agreems
lems and the greatest need of leave time. were negotiated with the help of a fede
The contract was ratified by BNA mem-mediator who joined the stalled talks
bers June 27 after a six-month struggle fdate May and helped resolve the disp
asettlement. It provides an average raise @¥er retroactivity.
2.6% per year—or 7.8% over the three The Guild bargaining team consisted
years—not including LSI's or merits for Unit Chair Reza Namdar, John Smg
employees in those categories. The cof-arol Oberdorfer, Gwen Holmes, Michel

tract will boost the top-scale rate covering\mber, Ken May, Mary McKenney, Bruc
desk editors to $1,321 per week in the findfaufmann, Dennis Lewis, Tony Baxte

year, and the top-minimum for most reRacquelia Neal, Maggie Cohen, Euge
porters will move up to $1,068 per wee
The agreement maintains fully paid healtkalderone, and Local 35 Administrati
insurance premiums and extends coverage@jficer Dick Ramsey.-
part-timers working 30 hours or more aweek.

The contract provides a first-year raise
of 3% for employees with six years or morg
experience, plus 3.5% raises in the seco
and third year for that grouemployees
still in the “annual steps” will receive a
2% raise in each of the three years. Thos
employees also receive annual “length
of-service” raises” averaging about 3%-
5% per year.

Mr. & Mrs. Ferguson & Son

Retroactivity Retained

The ratification vote (83%to 17%) came
aweek aftermembers turned down an off
that did not include retroactivity to the
March 1 expiration of the old contract. The
Guild agreed to changes affecting the ne
round of bargaining which give up the 6
days of “guaranteed retroactivity"providedor
in previous contracts in exchange for a provi
sion allowing bargaining to start 60 days
earlier than previously. Retroactivity on all
issues becomes a subject of negiota

kFreedman, Local 35 Representative Lori

Ferguson

(Continued from previous page )

pa-

nied by a signup drive that saw scores of

n- Mothers and fathers atthe birth or adop-
L@ of a child to take up to 15 days of paid
parental leave.
her Previously, the only option for BNA
oBMmployees wishing to have parental leave
eWas to use their sick leave.
ick Through this new benefit—which the
olnion has long advocated-Ferguson said
Jie was able to take care of his wife Jodi
tfhd his newborn baby boy, Alexander,
¢ when they came home from the hospital in
ymid—August. The benefitwas an “absolute

ds increased by $30 annually for employed€cessity” for the new family, Ferguson

r €xplained, because he and his wife do not

tgnave relatives living in the area.

se The parental leave, plus the generous

wi.nealth care benefits (also negotiated by the

y ipuild), are selling points for the company in
their ongoing goal of attracting and retaining

srigh quality workers, Ferguson said.

a1 ‘1 think [parental leave] is a fantastic

penefit and the health care benefits are out-

,]@tanding. The benefits here definitely build
oyalty to the company,” Ferguson said.

of Infact, he said that his “entire family is

jastonished” at BNA's benefits, especially

|elhe parental leave benefit, which has al-

wed Ferguson and his wife the time to

fdravel to the Midwest to let the couple’s

Eelatives see the newborn.

“The benefits are a huge incentive to

r
[
u

n

come and work for BNA. For me, it's also a
huge incentive to stay at BNA,” he said.
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Grievances in the Pipeline

ate with unit and local leaders.Other

stewards will work with the respective
lead steward in each building.

ecently won Guild grievances charge filed over BNA's refusal to permit

have protected workers rightsa Guild member from taking more than
andinfluenced BNA's approach one week of leave without pay after ap-

to some work place issues. Repointment to a Guild position. BNA took
member, you have 12 working days fromthe position, based on 1972 bargaining
date of incident or knowledge of incidenthjstory, that the leave was for one week at
to file. Contact a Guild lead steward asatime only, notwithstanding the over three-

soon as possible any time you have @nonth LOA of a Guild member in 1999
contract concern. under this article. By step three of the
The Guild won two grievances filed to grievance, which took place during nego-
remove written warnings which were with- tiations, BNA agreed that the language
out just cause. Both were Rockville casessupported the interpretation that the dura-

_ tion of the leave was not to exceed six
**In one, the Guild argued that the months.

company failed to demonstrate that the

discipline was based on a performance

standard which was reasonable and achie\g
able. The Guild member was required tq
meet a unit production average which nei]
ther she nor anyone else could predict unt

after the fact. BNA agreed to remove th
discipline and informed the Guild that it
would be revising performance standard
in the near future. The Guild informed
BNA that its decision to review and revise
standards was a welcomed one, and r

ml?d_ed the (iogﬁparlj]y théit ptrﬁpt(r)]se% n.?&%re-e-mail mechanisms to communicate
policies must be shared wi & LUl8contract issues. Calling a halt to this cus-

prior to implementation. tomary practice at the onset of negotia-
tions was discriminatory and intended to
harm the Guild, particularly in light of the

fact that the company allows the e-mail

esystem to be used for all manner of non-

**A Guild grievance and ULP over
NA’s obstruction of the Guild’s use of
he e-mail system to send bargaining bul-

tins to our members during negotiations
re both still pending. The National Labor

elations Board has sent the ULP to its
advise department, declining to dismiss it
dr defer it at this time. The Guild argues to
the NLRB that BNA previously has per-
mitted the Guild to communicate with

**In a second grievance win, a
Rockville employee’s written warning was
removed after BNA's agreement that th
employee was not informed of his right to
have a steward present during an invest
gatory interview conducted by the BNA
EEO office (Article XIX, section 10). Not
only does the contract provide that th
supervisor shall advise an employee of th
right prior to the beginning of an investi-
gatory interview, but the Supreme Court
inits 1975NLRB v. JWeingarterdecision
stated that an employee has the right t
request assistance from a union representa-
tive during an investigatory interview.

In addition to granting the relief in the
grievance, BNA informed the Guild that
henceforth EEO investigatory interviews
will include informing employees of their
right to a union representative.

the company permits its e-mail to be used
to sell health club memberships for the
etoney Ritz Carlton, as well as cell phones,
and servicedNon BNA-business clubs and
ctivities are advertised, and even NCAA
pools are permitted via e-mail. Thus to halt
'only Guild communications to its own mem-

gers is discriminatory and unfair,

Steward System Being Reorganized
By John Small,Co-Vice Chair

The Guild steward system at BNA is

**Rockville flex time was the subject peing reorganized to provide better
of a grievance filed in late winter 1999.
BNA and the Guild are meeting to resolvebuilding-by-building representation for
the issues and afford Rockville employees
every opportunity for flexible work sched- €
ules which support business needs.

mployees. Under the new system, each
of the four downtown buildings and

*»*The Guild and BNA have settled a Rockville will have a lead steward to
grievance and Unfair Labor Practice (ULP) .
keep track of developments and co-ordi-

nembers on e-mail, as well as to use all the

business uses. The Guild documented that

Training for new and experienced stew-
ards was initiated shortly after the new
Guild contract was ratified in late June,
and more training is planned for this im-
portant position.

The primary role of a steward is to
assist employees in disputes that arise in
the workplace. Employees have the right
to have a union representative accompany
them to any meeting with a supervisor that
could lead to disciplinary action.

Under the contract, a grievance fol-
lows a precise three-step procedure that
can lead to arbitration if a satisfactory
resolution cannot be reached. In the first
step, a steward discusses the dispute with
a supervisor and seeks proper adjustment
under the contract.

If the matter is not resolved satisfacto-
rily, the grievance is put in writing and
taken up with BNA's labor relations rep-
resentative. If a satisfactory resolution
cannot be reached in Step 2 and Step 3
meetings, the matter can be taken to arbi-
tration. The arbitrator’s decision is bind-
ing on the company and the union.

Many disputes are resolved in the first
or second step of the process, once the
facts are determined and the issues are
thoroughly discussed. The Guild Griev-
ance Committee meets regularly to dis-
cuss pending grievances and decide on
courses of actionthe committee consists
of unit leaders and active stewards. In mat-
ters that proceed to arbitration, stewards
sometimes are called upon to help prepare
the cases or provide reliable testimony.
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New Policies Are in Works on
Flexible Work Arrangements

ith the ratification of th
new BNA/Guild contract, th
company has agreed to
strengthen its commitment to
offer employees the opportunity to requ
a flexible work arrangement. While the
is no guarantee that a BNA employee wi
be able to have an FWA, the company
agreed to expand its effort to formulat
policies that will “facilitate the widest us
of such arrangements consistent with
Publisher’s business needs.”

Flexible work arrangements at BN

- W =
include—but are not limited to—four% s i -
major categories: telecommuting, comg — ¥

pressed workweek, flextime, and job
sharing. For years many BNA emplo
ees, and some entire divisions, have b
efited from various flexible arrang
ments. Now the Guild and BNA have
agreed it is time to renew the commit;
ment to FWAs as long as they are in tun
with the company’s business needs.

The new contract includes two provi
sions notin the previous agreeement tha
pertainto FWAs: (1) stipulating that BN
will provide training to managers on
FWAs, including guidance on structur-
ing and facilitating the use of such ar-
rangements in their departments; and |(2)
stipulating that either the manager or the
employee may terminate an FWA upon
two weeks’ written notice. Also, the ne
contract includes the above language
[seeking to “facilitate the widest use of
such arrangements consistent with the
Publisher’s business needs”] as part| of
the main body of the agreement rather
than in a side letter, another indication|of
the company’s commitment to FWAs.

Early this year, the Joint Work/Lif
Committee completed work on reco
mended guidelines for the use of FWAs,
as was mandated in the previous con-
tract. Drawing upon these recommenda-
tions, the company currently is formulat-
ing new policies on FWAs, with the Hu-
man Resources Department taking the
lead role. HR officials expect the ne
policies and guidelines for managers and
employees to be completed by the end of
this year. Apilot training program fo
supervisors on FWAs is planned for this
fall.

Margie Cowles, a member of HRIs

Copies of the Joint Committee’s final
report and recommended guidelines for
FWAs are available from Pam Ginsbach,
who can be contacted on ext. 4469 or by
e-mail at pginsbach@bna.comThe re-
portincludes many examples of FWAs
at BNA and other workplaces, as well
as the results of surveys of both super-
visors and bargaining unit employees
here. Employees might find the report
useful in researching their own pro-
posals—

Pam Ginsbach, Guild Co-Chairman,
Work/Life Committee,
Phone: 452-4469;

Melissa Hunter-Kilmer,
Guild Member,
Phone: 452-4148.

training staff and a member of the Joint
EWork/Life Committee, will serve as
“the main contact on FWAs in the de-
partment. She can work with both em-
loyees andananagers to draft an FWA
Eroposal oranswer questions about such
arrangements. Margie can be reached
.on extention 1553 or by e-mail at:
'ngcowles@bna.com.
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JOINT COMPENSATION COMMITTEE—REALIZING THE PROMISE

BNA and the Guild have agreed to con-
vene a joint compensation committee to
study and make recommendations on a
compensation system to enable BNA to
attract and retain qualified employees.

Whether this committee effectively re-
alizes its stated goals in a fair and mutually
beneficial manner will depend on the good
faith of the parties and on whether there is
fundamental agreement as to the system-
atic changes that are necessary and appro-

priate to achieve these goals.

The most obvious solution to the i
creasing difficulties BNA is experiencin
in attracting and retaining employees is,
course, substantial across-the-board w.

increases. But this was rejected at the &
gaining table. So what is the source, t
purpose of the agreed-upon compensat
committee? And how will the objectives ¢

retaining and attracting employees be
complished?

Three Negotiation Proposals That
Were Rejected

The committee resulted from a comp

mise of three proposals, two by the Guild

and one by management. The Guild p

posed a classification committee that would

look closely at job descriptions and wa
scales. The ultimate objective was to

ward employees for the kind of work thg

do and for the additional work they take
as a result of changing technology, t
departure of co-workers, or the combin
tion of job functions. The Guild also soug
more rigorous and objective implement
tion of a system of merit pay increase
Only 4% of eligible employees receiy
merit increases each year. Annual eval
tions mandated by the collective barga
ing agreement are not conducted, and th
are no clear standards communicated
employees as to what they must do to e
a merit increase. As a result, most r¢
circled employees—those who have rig
to step 6 in their wage grade and receive
more step increases—get no annual w.
increase other than a small cost-of-livi
raise. These Guild proposals addres
concerns expressed in  numerous fl
meetings held last Summer and Fall

by Maggie Cohen

preparation for negotiations. that managers are willing and able to
BNA, on the other hand, proposedapply objective criteria in evaluating
scrapping the step system under whicemployee performanceNo incentive to
employees who perform satisfactorily earrsuperior performance is provided if: a)
step increases for the first six years |ofmanagers do not fully understand and ob-
employment. They would have replacedectively apply standards of performance;
it with a system based entirely on “merit"or b) employees are not aware of the stan-
periodically evaluated by managers. BNAdards they must meet, and confident that
employees loudly opposed this changeghese are in fact the standards that will be
They recognized that this change mearapplied in awarding the increases.
that no one would be guaranteed decent BNA does not have a great track record
annual increases, and that the ineffectivén putting such a merit-pay system into
subjective, system of merit increasegffect. In fact, efforts to implement merit-
would be extended to all annual raises. pay systems across the board is the current
rage in the public sector as well as the
private sector. But it is old wine in new
bottles, and serves only to make wages
more vulnerable to managerial favoritism
and budget limitations, and to undermine

%fbox\{lg]: 2 Jgﬁn(tjﬁ,%r;%egsr?élgnti%%?rg;tﬁ Cfinancial security. For such a system to be
P Justified as fair and beneficial to both

ageompensation should be structured, it i arties, the following needs to happen:
afimportant that our Guild committee me 1 élear standards of performance i‘or
hebers remain focused on our objectives er.y job must be formulated
lorepresentatives of BNA employees: 2. These standards must Be communi-

Jal::adeqluately fanq[hfalrly (:(omper:jsate Sf Atated clearly to all managers, who must be
employees for the work they do an rained in making the sorts of evaluations

the additional work they undertake. Fir t’necessary to apply the standards, and cau-

the current system ofannual stepincreasgs o4 aqainst  using irrelevant criteria
must be maintained. These increases AL ch as favoritism or friendship

earned by competent, faithful perfor- 3. The standards must be clearly com-
mance, as an e_mploye(_a acquires and aunicated to employees, to assure that
plies greater skill over time. Second,

o- L 1"they know what is expected of them.

| equate compensation involves pay -4, Managers must be motivated to

oCreases for additional work, more skilled o the periodic evaluations necessary
work, or more responsible work that |s

" . |~to effectuate the merit pay system.
aken on by an employee beyond his or 5. Merit, rather than budgetary consid-

fe%SLg;ggﬂtrgorl?rzlsdtﬁt;?\s,\};hg?ﬁg?e';cs% erations, must determine the award of merit
p q 9 y increases.

Y based on objective, communicated, prop- If any of these conditions are not met,

DN, i - . . I
heﬁquy implemented, standards of perfary,, sy qiem will not be fair and it will not
ance and that the grievance procedur otivate and reward “superior perfor-

a ; )
be available if these standards are ance,” its alleged justification. There

htahiecti - . :
a_objeptlve, reasonable’. adequately COMire serious questions as to whether these
municated or properly implemented.

b conditions can be met. Consider your own

' . . : D think h h Id
€ Supplemental Merit Pay That Will s 0 T ol ooy o

Lia welcome or effectively carry out these
na_Serve the Interests of Both BNA and | additional responsibilities? Until such
ere BNA Employees

guestions are satisfactorily resolved, merit
to pay should be no more than supplemental
arn Merit pay,as a supplemento the step| [ the step system, which is itself based on
dsystem, will be beneficial to both BN clear objective criteria Satisfactory per-
erand its’employeeia‘ and only if it is formance as greater skills are acquired.
nproperly implemented so as to provid

nd it should be the role of Guild mem-
aggenuine incentive to the superior perforP€rs of the compensation committee to
Ngmance that benefits BNAut it can

assist BNA in meeting the above five
sedrovide no incentive unless employee Cﬁ”d't'ons in awarding merit paynder
Doknow clearly what they must do to earn| the current syster
Ina merit increase and unless they kno

What a Fair Compensation System
Would Look Like

']_
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SUPPORT A FELLOW UNION!!

Member Katherine Harris passed
along the following item:

The Screen Actors’ Guild (SAG) an
the American Federation of Television a
Radio Artists (AFTRA) is on strike again
the advertising industry!

Need to Finance College?

Attend a seminar this fall sponsored py You Can Help!
Union Privilege on ways to finance educa-

tion and training for yourself and famil HOW: You can help middle class fam

n
00
S

Help the Union Grow

d The Guild will hold organizing training
essions this fall during lunch time, with
d provided by the union. Dates will be
announced shortly.

If you would like to help increase our
membership strength at BNA, contact lo-
| cal rep Calvin Zon at 785-3650, ext. 17.

members. lies everywhere across the country by |ei-
ther e-mailing and/or calling the phone
Sallie Mae, which has 25 years of expedumbers below to let them know that
rience in providing educational loans, wjllAmericans are listening!!!!! * %k
discuss ways to obtain the money to take a WHY: WE are middle class workerfs
training class or put a child through col-Who have been struggling for 5 months) to
lege. The presentation will include infor-get a fair contract negotiated with the ad-

mation on grants, scholarships, and logn¥ertising industry. THEY are companie
Among options to be discussed are lpwhaking huge profits who want to dras
interest rates and various repayment plars&lly cutour union wages when these wa

included in the Union Plus Education LoarPnly represent 1.4% of the TOTAL cost
Program for union members. making the commercial! We are holdir

out for a fair living wage. Without a con
tract in place the ad industry continues
Imake commercials using NON-UNIO
talent while WE remain out of work.

If you are interested, call Kathy Carrall
on 4673 or e-mail her. When the date i
set, we will let you know.

Financial Planning Seminar
a Success

Let the Advertising Industry
Hear Your Voice
1) Tell them your name and where y
“This is a plus for union members withare from.
a family,” wrote one of the attendees at the

3
ti-
ges
of

9

o

Z

financial planning seminar sponsored by 2) Tell them that as a consumer of their
Union Privilege at BNA this summer. | products you are outraged at their lack! of
action in trying to negotiate a fair contract

The three lunchtime sessions condugctewslith SAG & AFTRA.
by Legacy Financial Services covered a

broad range of financial options and ways 3) Tell them you will not buy their

to calculate how much you need to save tgoducts until this strike is resolved.
reach your goals. Most of the attendees

found the sessions very informative, and you can log onto www.working

expressed a desire to learn more. families.com, click on the banner that s3

“support striking actors”, and click aga
“This was much better than the BNAat “enter action center”.

sponsored financialmanagement seminar,” The letters are all written you just ha

another attendee wrote.
send. Ittakeslessthan aminute! It's eas

If you are interested in having another
seminar conducted in the future, let your
union leaders know. Union Privilege may
be willing to conduct another series if th
is sufficient interest.

With YOUR help they will listen.

re Onbehalfofall SAG and AFTRAmem
%ers everywhere....WE thank YOU!!!

to fill in your name, e-mail address ang

Political Opinions Sought

With the elections fast approaching, we
would like to have our next issue include a
variety of political opinions.

1YS If you would like to write something in
Nsupport of, or in opposition to, one of the
candidates or issues, please contact Kathy
V&arroll on ext. 4673 or e-mail her at
fadyleo@rocketmail.com by Sept. 29.
Vlease keep your submissions relatively
brief so we can fit in as many views as
possible.
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