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12 NOW NEWSLETTER 

By: Danielle Gibbs                                                 
OSHA member 

The Union is only as strong as the members who 
support it.  Local 12 is interested in recruiting 
competent and active individuals to serve as  
representatives who believe in protecting the 
rights of Bargaining Unit employees.  Local 12’s 
annual steward election was completed on          
Friday, April 29, 2011. Members were able to 
nominate stewards in their agency but that          
individual must have accepted the nomination in 
order to serve as a steward. Local 12 was           
entitled to a number of stewards for each of the 
50 Bargaining Unit members. Due to having only 
38 members apply to serve as stewards, an elec-
tion was not necessary.  Of these 38, 13 individu-
als are new Local 12 stewards: 

 Jerome King from the Bureau of Labor    
 Statistics (BLS) 

 Amelia Vogel from the Bureau of Labor       
Statistics (BLS) 

 Cyril Pratt from the Office of Workers’ 
Compensation Programs (OWCP) 

 Diego Gonzales from the Office of Fed-
eral Contract Compliance Programs 
(OFCCP)  

Jerome Hardy from the Wage and Hour 
Division (WHD) 

 Renee Browne from the Employment 
and Training Administration (ETA) 

 Frank Gallo from the Employment and 
Training Administration (ETA) 

 Bonnie Naradzay  from the Employ-
ment and Training Administration 
(ETA) 

 Vicki Gordon from the Mine Safety 
and Health Administration (MSHA) 

 Andrew Nowell from the Mine Safety 
and Health Administration (MSHA) 

 Marcus Smith from the Mine Safety 
and Health Administration (MSHA) 

 Jason Olsen from the Office of the  
Secretary (OSEC) 

 Monica Hightower from the Occupa-
tional Safety and Health Administration 
(OSHA) 

 Judith Weinberg from the Occupa-
tional Safety and Health Administration 
(OSHA) 

The remaining 11 steward positions will be 
selected and approved by Local 12’s Executive 
Board in the future.   

Union work is challenging and sometimes  
frustrating, but also very rewarding.  However, 
inactive stewards not only reflect negatively on 
the Union, they reflect negatively on the           
members.  The criteria for being an effective 
and active steward include the following:  

 Should not be in your first year with the  
federal government (e.g., during your  
probationary period) 

                [Continued on page 3] 
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Congratulations to 
Monika Cuff                                               
OASAM AVP                         

and to                                  
Marcus Smith                                              

MSHA AVP 
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 Must be active in the local 

 Must be responsive and dependable 

 Must have good interviewing, fact gathering, and writing 
skills necessary to prepare grievances, emails to              
management, etc. 

 Must have good verbal communication skills and be          
prepared to represent Bargaining Unit. 

 Must understand how to correctly cite relevant Articles of 
the contract and federal laws and departmental regula-
tions 

 Must attend monthly steward trainings (take place on the 
3rd Thursday of every month from 10:00 AM – Noon in the 
FPB) and attend the monthly membership meetings. 

 Must communicate correct information to members 
about Union positions, policies, and activities. 

 Must perform duties assigned by Union officers 

Below are Local 12’s bylaws stating the responsibilities of a 
Local 12 steward (the bylaws are also posted on Local 12’s 
website at www.afge12.org): 

SEC. 7 (a). Stewards shall be elected in April of each year by 
members in their respective agencies and serve for one year. 
These elections shall be supervised by the Head Steward or 
another member of the Executive Board who is designated by 

the Head Steward. Vacancies between elections shall be 

filled by the respective Agency Vice President with Executive 
Board approval. The Executive Board shall determine the 
number of steward positions to be allocated to each agency. 

SEC. 7 (b). Stewards agree to reasonably perform the follow-
ing duties: provide representation on labor relations matters 
and grievances to employees within their area of jurisdiction; 
keep the members informed about local policy and activities; 
actively seek to sign up new members in their area; and per-
form such other duties as may be assigned by the Agency 
Vice President, Head Steward, or President. 

SEC. 7 (c). Stewards may be removed by the Head Steward 
or Agency Vice President for cause, including poor perform-
ance, after a written, specific notice from the Agency Vice 
President, training designed to correct deficiencies, and a 
failure to improve within a reasonable time. Cause is defined 
as a failure to reasonably perform any of the duties enumer-
ated in Section 7(b) above, and also would include a failure 
to attend membership and stewards meetings, a failure to 
attend training, a failure to actively recruit new members, a 
failure to provide timely representation, and a failure to keep 
the Agency Vice President and Head Steward apprised of 
their activities. A removed steward may appeal removal to 
the Executive Board, but the Board's decision on such appeal 
is final and limited to whether the steward’s deficiencies met 
the factual standard of cause as enumerated in this section. 

If you did not apply to be a steward but are interested in        
being one, please contact Head Steward John Vena (202-
693-6430). —  
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Here are some pictures from the February 2010 Wisconsin Rally                                                                           
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fired, and workers on probation. The lawsuit is covered from 
2003 until the case is settled. So anyone who was denied 
overtime anytime from 2003 until the present can be a  
claimant within the lawsuit. Mr. Snider says that the                 
Department of Labor claims that it has no knowledge of         
anyone “working the clock” and that if there are workers who 
do this, then they are underachievers. 

Snider and Associates are here to assist the union in any 
way it can. Mr. Snider said that most people don’t come for-
ward because they are fearful of retaliation. But he knows 
that there will be no retaliation, and no one should feel be 
afraid of reporting to either the union or the law firm that he 
or she was not compensated for some work performed. Peo-
ple also say that a worker who is on probation should be 
ready to work over 40 hours a week or more than 7 hours a 
day. But that’s not true either, says Mr. Snider: “Employees 
of the Department of Labor should be able to receive a rating 
of outstanding while working their designated 40 hours a 
week, no more.” Mr. Snider says that the way to make em-
ployees stop feeling like they have to work overtime is to 
simply hire more employees and distribute the work accord-
ingly.   

Another issue that was raised was, what happens if you 
know that you worked for a certain supervisor and worked 
overtime, perhaps in 2003, but you aren’t sure how many 
hours you worked or even if it was April or May. Mr. Snider 
states that the law requires you only to remember “in good 
faith” whether you worked overtime with no pay. The class 
action lawsuit will work better if we secure everyone’s partici-
pation.  All of the people in the lawsuit—even those who wish 
to have an anonymous affidavit—will earn the backpay that 
they deserve. If you wish to contact Mr. Snider, you may do 

so at the website www.overtime.com , or call (410) 653-
9060. Please call even if you wish merely to get more              
information about the case. Mr. Snider and his associates 
have been given names of people who they believe could get 
money in this case, so if you receive a call, make sure you 
speak with them. Remember, you can always contact the 
union if you have any questions.—  

 

O v e r t i m e  C l a s s  A c t i o n  L a w s u i t  w i t h  S n i d e r  a n d  A s s o c i a t e s  
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By: Megan Guerriero                          
AFGE Local 12        
Communication Specialist  

On December 1, 2010, Mr. Snider from Snider and                   
Associates, LLC, came to speak about the ongoing overtime 
class action lawsuit between the Department of Labor and 
Mr. Snider’s office. He started by saying that this law suit 
started in August 2006, but most of the people involved in it 
have been having issues since 2005 and new people are 
coming forward everyday. Mr. Snider said that his firm is 
prepared to go to litigation and is in mediation right now.  

What is the overtime class action lawsuit? It is made up of 
current and previously employed workers of the Department 
of Labor, and its purpose is to compensate workers whose 
supervisors are saying that the brief credit hours or overtime 
that these employees worked was voluntary. But that is just 
not the case. Mr. Snider calls this practice “working the 
clock,” meaning that the hours worked were beyond the 
workers’ maximum number of credit hours and were earned 
by either working through lunch (eating at one’s desk) or 
staying after 7 p.m. or on weekends, including answering the 
phone or emails while not “on the clock.”  Among those          
employees who usually do this are new employees, those 
who have received a promotion, and workers who recently 
acquired a different supervisor and want to make sure that all 
of their work is finished. Workers do this when they have a 
deadline that is otherwise impossible to meet. There are 
many reasons that an employee needs to work beyond their 
“scheduled hours.” They feel that if they don’t do the work, 
their job will be in jeopardy—and it often is. This situation is 
just not fair: we all know that some supervisors give work 
that simply cannot be accomplished in the time given.  

But again, the supervisor will say, “They wanted to work over 
their hours. I didn’t make them do it.” But we still feel the 
pressure and we still don’t want to fail or have incomplete 
work, because often it affects not only us, but all U.S.            
workers.  

The first question asked was “Who is covered in this class 
action lawsuit?” The answer is everyone: managers, Federal 
employees, contractors, retirees, people who have been  
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said that you may have to pay for the classes 
yourself, (don’t forget to apply for financial aid, 
of course) but you will get the time off to do so. 
Vena also said that the union will not accept the 
word “may”; that is, your supervisor cannot say 
“You may get the time off.” The fact is that you 
will get the time off! All that will be asked is how 
the classes you are taking will be related to your 
job.  

A question was asked about the progress made 
or not made returning core hours to the original 
hours of 10 a.m. to 3 p.m. Vena explored that 
core hours are being negotiated to be reinstated 
to 10 a.m. to 2 p.m. with the stipulation that the 
Local 12 Negotiation Team agrees with other 
articles that management requests that will be 
proposed at a later date. No new information 
was given, just that Local 12 is still pushing to 
get the core hours it wants and won’t rest until it 
does.  

A member made a comment about wanting to 
know why the negotiation process was taking so 
long. Vena explained that, although the Man-
agement Negotiation Team was able to reach 
an agreement with the Local 12 Negotiation 
Team on some of the articles, other articles are 
being rejected and will have to go back to the 
drawing board. This takes time. The member 
asked that Local 12 meet with Secretary Solis 
and ask what her goals are for DOL employees. 
President Bastani responded by saying that 
Local 12 has been trying to meet with Solis 
since she started her term here, but has been 
unsuccessful because Solis appears not to want 
such a meeting.  Another member asked what 
management’s goals on performance standards 
are because Solis’s slogan “good jobs for every-
one” is vague. Vena responded by saying that 
Local 12’s Negotiating Team can’t establish 
what the goals are because management hasn’t 
offered any proposal; all the team has is an idea 
of what management has said they expect from 
employees.    

George Long, a member from BLS, asked about 
telecommuting safely with laptops, first because 
of the recent robberies in Metro and second for 
people with disabilities, who are not able to 
carry that much weight. Vena replied that Article 
121 states that the Government is responsible 
for all electronic devices that are needed for 
teleworking and that if someone tries to take 
your laptop or other electronics from you, you 
will not be held responsible.  He also said that 
Article 252,              [Continued on page 8] 

 

By: Megan Guerriero                                           
AFGE Local 12                                
Communication Specialist  

On March 9, 2011 AFGE Local 12 held a Town 
Hall meeting on the new labor-management 
contract with DOL. Among the topics                 
discussed were developments that were made 
and what is still being negotiated. John Vena, 
Head Steward, began the meeting by           
conveying the fact that Article 12, “Telework,” 
and the Memorandum of Understanding 
(MOU) had been signed by both AFGE Local 
12’s Negotiation Team and the members of            
management’s Negotiation Team. The signing 
meant that a new telework agreement would 
go into effect on March 14, 2011. Vena also 
said that there would be a “Lunch and Learn” 
meeting on March 10 explaining the changes 
to Article 12 and what everyone should do to 
prepare for those changes.  In addition, he 
said that Article 45, “Official Time” and Article 
47, “Grievance Procedures,” were initialed into 
the contract.  

The next thing that was talked about was the 
Career Enhancement Program (CEP). Vena 
said, “It will happen and people in the program 
will be promoted.” The CEP aims to give em-
ployees at the GS-1 thru GS-9 level the oppor-
tunity to be promoted to a higher level and 
gain more experience in the job they are do-
ing, or to try something new. Questions were 
asked about how much faith could be put into 
this program, because the last one didn’t work. 
Vena said that the Negotiating Team is “not 
interested in a contract that is not enforce-
able.” This means that Local 12 wants the 
contract to specify the minimum number of 
people who will be successful in completing 
the program and placed into higher grade level 
jobs. Participants in the program will have 
available the training resources necessary to 
be promoted, such as classes taught within 
DOL or at a community college. Local 12’s 
Executive Vice President Eleanor Lauderdale 
came up to say that the CEP will be effective 
soon. She also wanted to let us know that the 
union’s position is that a degree should not a           
prerequisite for participation in the program.  

Daniel Hays, a steward for ETA, asked how 
the training would affect Article 21, “Training 
and Life Learning”—specifically, leave for 
training. Vena explained that the Negotiating 
Team wants 40 hours of administrative leave 
for training every employee within DOL. He  

1. Article 12 Section 6:                                 
Section 6: Operating           
Principles 

g. For employees who are 
approved to be on telework, 
the following applies with 
respect to equipment:                                     
2) Government-owned 
equipment will be serviced 
and maintained by the gov-
ernment. 

2. Article Section 10:                                    
Section 10. Reasonable Ac-
commodation 

Modifications or adjustments 

that enable an employee 

with a disability to enjoy 

equal benefits and privileges 

of employment as are en-

joyed by its other similarly 

situated employees without 

disabilities. 

In accordance with 29 

C.F.R. 1630.2(o), reason-

able accommodation may 

include, but is not limited to, 

Making existing facilities 

used by employees readily 

accessible to, and usable 

by, individuals with disabili-

ties; and Job restructuring; 

part-time or modified work 

schedules; reassignment to 

a vacant position; acquisition 

or modifications of equip-

ment or devices; appropriate 

adjustment or modifications 

of examinations, training 

materials, or policies; the 

provision of qualified readers 

or interpreters; and other 

similar accommodations for 

individuals with disabilities. 
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abilities far     
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PRIVACY ACT STATEMENT–Section 5525 of Title 5 United States Code (Allotments and Assignments of Pay) permits Federal 
agencies to col-lect this information. This completed form is used to request that labor organization dues be deducted from your 
pay and to notify your labor organi-zation of the deduction. Completing this form is voluntary, but it may not be processed if all 
requested information is not provided. This record may be disclosed outside your agency to: 1) the Department of the Treasury to 
make proper financial adjustments; 2) a Congressional office if you make an inquiry to that office related to this record; 3) a court 
or an appropriate Government agency if the Government is party to a legal suit; 4) an ap-propriate law enforcement agency if we 
become aware of a legal violation; 5) an organization which is a designated collection agent of a particular labor organization; and 
6) other Federal agencies for management, statistical and other official functions (without your personal identification). Ex-ecutive 
Order 9397 allows Federal agencies to use the social security number (SSN) as an individual identifier to avoid confusion caused 
by em-ployees with the same or similar names. Supplying your SSN is voluntary, but failure to provide it, when it is used as the 
employee identification number, may mean that payroll deductions cannot be processed. Your agency shall provide an additional 
statement if it uses the information fur-nished on this form for purposes other than those mentioned above 

REQUEST FOR PAYROLL DEDUCTIONS FOR LABOR ORGANIZATION DUES 

$ 14.25 per pay period 

$18 per pay period  

$20 per pay period 

Please return completed application to the AFGE Local 12 office, Office N-1503 of the 
Frances Perkins Building, 200 Constitution Avenue, NW, Washington, DC 20210                        

or fax to 202.693.6431 

  Become a Member Today 
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“Equal Employment Opportunity,” might protect people with 
disabilities from not having to transport their laptop to and 
from work.  

A member from OSHA also asked about disabled veterans 
with post-traumatic stress disorder (PTSD)—and how man-
agement has made it impossible for those employees to go 
to their weekly doctor appointments during the workday. 
Vena said that employees who have been going to their doc-
tors regularly and have been diagnosed with PTSD can 
grieve that predicament. According to the Americans with 
Disabilities Act ,3 if they have a doctor’s note saying what 
their ailment is, the employer must make reasonable accom-
modation for their disability.  

Another member who previously had asked about telework-
ing wanted to know what the procedure was if Local 12 
membership didn’t like one of the articles. President Bastani 
replied by saying that even though Local 12 members as a  
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Footnote: 

3. Americans with Disabilities ACT:                                                                                                                                                                        
Sec. 12101. Findings and purpose\(a) Findings                                                                                                                                                                              
(5) individuals with disabilities continually encounter various forms of discrimination, including outright intentional exclusion, the discrimina-
tory effects of architectural, transportation, and communication barriers, overprotective rules and policies, failure to make modifications to 
existing facilities and practices, exclusionary qualification standards and criteria, segregation, and relegation to lesser services, programs, 
activities, benefits, jobs, or other opportunities;]                        [source ada.gov] 

 
2. Step 1 
1. A grievance must be filed within twenty (20) workdays of when an employee knew or should have known of the alleged violation. This is 
applicable to all grievances under this Article unless a different timeframe is specified below. The date a grievance is filed will be determined 
by when it is personally delivered to or electronically received by the appropriate Agency official. Representation at Step 1 shall be provided 
by a steward in the same Agency as the grievant, unless a steward from another jurisdiction is appointed by the President in accordance 
with Article 45, Section 3 
5. If no decision is rendered in a timely fashion, the grievant or Union may appeal to Step 2.                              
                                [Article 47 Section 8] 
 
3. Step 2 
7. A grievance may be appealed to Step 2 of this procedure within ten (10) workdays of receipt of a decision unsatisfactory to the aggrieved 
employee (s) or, if no timely decision is issued at Step 1, within (10) workdays after the grievance reply was due at Step 1. An appeal shall 
be filed by completing the Step 2 portion of the grievance form.                          [Article 47 Section 8] 

whole are represented by the Negotiating Team, member-
ship still has every right to vote on the new contract when it 
is finished and have it either accepted or rejected. If the con-
tract is rejected, the teams will have to go back to the draw-
ing board and we will be stuck with the 2005 contract again 
for however long it takes for everyone to come to a consen-
sus. 

Vena ended the meeting by saying that there was a lot of talk 
about what should be grieved. Members still have 20 days 
from an incident to grieve the issue for a Step 14 and 10 
days for a Step 2.5 We have to keep that in mind when an 
incident happens. Instead of just saying “I’ll worry about it 
later,” you should always talk with Local 12 when you feel 
that you are being mistreated. That way, the situation won’t 
become worse and you will have had Local 12 backing you 
from the start. Vena said that we all hope to end the negotia-
tions soon. —       



By: Megan Guerriero                                                                  
AFGE Local 12                                                            
Communication Specialist  

On March 10, 2011, Local 12 had a “Lunch and Learn” on 
the new Article 12 of the labor-management contract with 
DOL: “Telework.” The presentation, given by the Local 12 
Negotiation Team and was in connection with the Town 
Hall meeting that took place on March 9. The new Article 
12 went into effect on March 13, 2011. It has a new             
telework agreement and an employee safety checklist that 
should be used to filed with DOL in 60 days if you would 
like to telework. Just give the two documents to your    
supervisor, making sure to keep a paper trail of what you 
send him or her. You can always copy a steward in your 
agency in the email so that the steward has a copy of the 
document as well.  

The new telework agreement is applicable to every              
employee who does not have a job at which attendance in 
the workplace is required. A job that would not be applica-
ble would be administrative assistant  because they have 
to be at their desk all day or an OSHA inspector who is 
required to be at different work sites. Employees also must 
have 2 ratings of “highly effective” out of 6 in his or her 
performance appraisals. Another change in the article is 
that you now have to provide an oral summary of your 
work; previously, the summary had to be written.    

A question was asked about whether a non-teleworking 
employee would be rated better than a teleworking               
employee. John Vena, Head Steward for Local 12,               
responded that management is not permitted to compare 
the one with the other. Thus, if you find that, as a                     
teleworker, you are being treated differently than a non-
teleworker, then you need to bring this problem to the un-
ion’s attention and grieve it. Vena also said that a manager 
is not allowed to tell you exactly what to do every day 
when you are teleworking. When a  manager gives you a 
project, it needs to be finished in the time  allotted, in order 
to continue to meet or exceed your standards. Alex Bas-
tani, President of Local 12, said that managers still have  

T h e  N e w  A r t i c l e  1 :  F e l x i p l a c e  i s  N o w  T e l e w o r k   
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the right to ask what you did while you were at home, just 
as they would if they were home sick and came back to 
work to ask what a non-teleworker did. Richard Jackson, 
BLS steward and a member of the Negotiating Team, 
added that if a manager is asking only you as a teleworker, 
and not non-teleworking employees, about what work was 
done, then that is considered a desperate threat and should 
be grieved.  

Scott Paris, the Bureau of Labor Statistics (BLS) AVP asked 
how many days an employee can expect to be eligible for 
teleworking: 2, 3, or 4 days. Vena said that if the employee 
meets the minimum requirements for eligibility, such as the 
2 out of 6 “highly effective” ratings on the performance ap-
praisal, there would be no reason the employee couldn’t 
choose to telework for 4 days if enough portable work were 
available.  

Sarah Starrett, the AVP from the Office of the Solicitor 
(SOL), asked about unscheduled telework. Vena replied 
that if you receive an email from the Office of Personnel 
Management (OPM) stating that you are allowed to take a 
day of unscheduled telework, then you may. You should 
forward the email to your supervisor, asking permission to 
take official time to work from home. You may also call the 
supervisor. You should ask what he or she would like you to 
work on if you didn’t have something you were working on 
already. 

Questions were then asked about whether you would have 
to report everything that you were doing, such as research, 
but had no written proof of your work. Vena said that man-
agement could not ask for written proof about research.  

The new Article 12 is for the good of everyone here at DOL. 
It is just another way to show how Local 12 is working for 
you, the member! We hope to hear about more articles be-
ing signed into our new contract soon. This is a great way to 
start out; congratulations to the Local 12 Negotiation 
Team!— 

 

 



By: Megan Guerriero                                                                  
AFGE Local 12                                                            
Communication Specialist  

On March 22, 2011, Local 12 had Tom Higgins from AFGE 
National and Pam Gregg from AFGE National and represent-
ing UNUM, the Short Term Disability carrier came over to 
DOL to propose supplying individual short-term disability 
insurance to Local 12 members. We had the meeting to see 
if our members were interested in this plan. If we want that 
type of insurance, everyone needs to support it. You may 
never need short-term disability insurance, but someone in 
the union may, and supporting it will be helping them out. Mr. 
Higgins is an AFGE benefits coordinator who helps AFGE 
members on an everyday basis. He started out by explaining 
that the union offers benefits that most DOL employees are 
not able to get. He also explained that large companies         
usually provide short-term disability plans, but unfortunately, 
the Federal Government does not. The only way that Federal 
employees can get short-term disability is to use their sick or 
annual leave time or have leave donated by other members.  

Why would anyone need short-term disability insurance?  
Someone who is not able to do the duties of his or her job, 
for whatever reason—a car accident, a broken hand, a minor 
illness, falling down at home, or a mental illness—would 
need it. Another good thing about this insurance is that it 
covers maternity leave, so if you didn’t have enough leave 
time, you could use short term disability to cover your costs. 
If you were in an accident of some kind and you got a settle-
ment, you could still receive short-term disability insurance.          
Workers’ compensation covers only accidents that happen 
on the job; having short-term disability insurance would        
protect your income as well. You can have this coverage for 
a minimum of 6 months and a maximum of 5 years. Your 
doctor decides whether or not you are disabled. 

Short-term disability coverage is available to all current and 
potential union members at the group rates offered; it is not 
available from a regular insurance company. Higgins            
explained that applying for disability insurance from a regular 
insurance company is harder than applying for life insurance. 
During open enrollment at DOL, no medical questions will be 
asked in order for you to qualify and you will have                  
guaranteed entry.  

Higgins then explained how to choose the short term-
disability insurance option that would work best for you. You 
need to ask yourself three things: how long you think you 
would be out of work, how long until your money would run 
out, and how much money would cover your expenses. You 
would pick your individual coverage amount on the basis of 
your salary; the amount, which is tax-free income, could be 
as much as 50% of your current salary, up to $500,000.  
Members would be divided into two age groups—under 49 
years and 50 years or older—with one group paying one 
price and the other group paying another price. The final  

L o c a l  1 2  I n t r o d u c e s  S h o r t  T e r m  D i s a b i l i t y   
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price would be on an individual basis. 

After the preceding explanation of coverage, the floor was 
opened for questions. The first question was “Why was this 
offer being made to us?” Pam replied that our Executive 
Board was approached because other AFGE locals wanted 
short-term disability insurance. The Executive Board held the 
meeting to ask members if they would want to proceed.           
Another question was “Why is the meeting important?” The 
meeting was important because it let the membership know 
that this kind of insurance has become available to them. It 
was also important because it enabled AFGE to set the dates 
to start the open enrollment. After open enrollment, new  
members would be able to sign up once a year.  

The next question was “Is age a factor in determining                
eligibility?” Higgins replied that once you are accepted, you 
will be covered until age 72, and the cutoff age for enrollment 
is 69. Once you are accepted, you will always be covered, 
even if you retire or get a job somewhere else. There is no 
disadvantage to having this insurance available when you 
need it, but the choice is up to you, the member if you want 
the coverage.  

The open-enrollment period for signing up for short-term         
disability insurance started May 2, 2011, and many people are 
enrolling to receive these benefits! Don’t miss out on your 
chance to have this coverage! Even if you find yourself  
choosing another career, your coverage will follow you.  

Update:  

As June 3rd date approached more 300 members of Local 12  
enrolled in the Short Term Disability and we had 17 new  
members join, including 2 members of management, just to 
get this new perk! We hope you were able to enroll and hope 
next year’s open enrollment is as successful as this one was. 
We will keep looking for more benefits for you, the Local 12 
member.— 

Sneak Peek:           
Oktoberfest         
coming in               
October!!!  
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C r e a t i v e  P r o b l e m  S o l v i n g   

Bernard L. Erven  
Department of Agricultural Economics  
Ohio State University Extension                                   
www.ag.ohio-state.edu/~mgtexcel/CPS.html 

A manager's primary function is to solve problems. A man-
ager's understanding of his or her approach to problems and 
problem-solving style most often used is an essential early 
step to becoming a more effective creative problem solver.  

Managers tend to deal with problems in one of three ways:  

1. Avoid them: refuse to recognize that a problem exists  

2. Solve them as necessary: deal with the urgent  

3. Seek them out: anticipate to avoid them becoming urgent  

Managers tend to [adopt] one of two basic problem-solving 
styles: systematic or intuitive. Systematic thinkers are logical 
and rational. They prefer narrow and focused problems, step 
by step processes, rules to be followed, and computer pro-
grams that grind to a recommendation. Intuitive thinkers are 
more comfortable with solutions that just "came to" them. 
Compared with systematic thinkers, for the intuitive thinker, 
data are less important, complexity is less bothersome, 
changing external and internal environments are expected 
rather than assumed away, and being more or less right is 
more important than being precisely wrong.  

Paradigms  

Paradigms are the strongly held beliefs and assumptions we 
use to "filter" incoming information. They are the eyeglasses 
through which a manager "sees" problems and potential solu-
tions to those problems. A manager suffering from paradigm 
paralysis fails to change his or her beliefs and assumptions 
when new information shows a change is needed.  

Paradigms may be long standing:  

"Salespeople are only interested in selling me something."  

They also may be new:  

"The web makes hard copy obsolete."  

In their most constraining form, they appear to be completely 
consistent with common sense and the decision maker's life 
experiences. Note the following paradigms about manage-
ment succession: the challenge of transferring management to 
a new generation of people that every family business eventu-
ally faces.  

The paradigms labeled as "new" avoid an artificial separation 
of family and business. The paradigms labeled "old" summa-
rize the more traditional views that have dominated thinking 
about management succession. Imagine two families each  

facing similar management succession challenges. The first 
family has all the old paradigms. The second family has all 
the new paradigms. Undoubtedly their management succes-
sion problem solving would differ markedly.  

New: Some families will decide, for good and justifiable rea-
sons, to liquidate their successful businesses rather than 
pass them to the next generation.  

Old: Managers of successful family businesses oppose liqui-
dation in their life times and believe they owe the next gen-
eration the opportunity to continue their businesses.  

Problem Solving Steps  

The following five questions provide a systematic step-by-
step approach to problem solving:  

1. What is the problem? 
2. What are the causes of the problem? 
3. What are the possible solutions to the problem? 
4. Which is the best solution to the problem? 
5. What action (s) do we take? 

1. What is the problem?  

A problem occurs when accomplishment is less than ex-
pected. The expectation may be a goal, a standard of per-
formance, a rule or a policy. Even if performance is greater 
than expected, a manager may still see room for improve-
ment. This form of a "problem" is called an opportunity.  

Managers have little opportunity for success if they cannot 
distinguish problems from symptoms of problems. Working 
on symptoms rather than the base problem rarely leads to 
problem solution.  

Problem identification requires continuous surveillance of the 
internal and external environments within which the business 
operates. Attention to bits and pieces of information from 
various sources in combination with experience, judgment 
and intuition are all part of problem identification.  

2. What are the causes of the problem?  

More than a careful statement of the problem is necessary to 
solve it. The manager needs to know the underlying causes 
of the problem.  

A great urge to jump to a problem solution often follows prob-
lem identification. Limited understanding of what caused a 
problem constrains finding a solution to the "real" problem. 
Solving an "easy symptom" of the problem leaves the "real" 
problem waiting to happen again. To illustrate, an offer of a 
ride from a neighbor fails to solve the real problem of a vehi-
cle not starting on a cold morning.     
        [Continued on page 12] 



[Continued from page 11]                                                                   
Problem diagnosis requires getting from the simple why (a 
symptom) to the management why. The management why 
searches out the management causes of a problem. These 
management causes usually go beyond technical reasons.  

Management causes are best found by the repeated asking 
of why as we dig deeper and deeper into a problem.  

The following list of questions should be helpful for problem 
diagnosis and discovering the causes of a problem:  

 When did the problem occur? 

 Where did it occur? 

 Who was involved in the problem? 

 Were the people involved carefully selected, trained 
and motivated? 

 What equipment and facilities were involved in the 
problem? 

 What events or conditions were connected to the prob-
lem? 

 What were the hints of an impending problem? 

 What calamities, crises and/or unusual events contrib-
uted to the problem? 

3. What are the possible solutions to the problem?  

Creative problem solving requires careful attention to possi-
ble solutions for the problem. A paradigm of "many possible 
solutions" differs dramatically from satisfaction with the easy 
and familiar.  
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Generating multiple solutions tests the creativity of decision 
makers. Consequently, close[d] mindedness, traditionalism 
and fear of the unusual limit managers. Brainstorming is a 
proven tool for expanding the range of solutions considered. 
In brainstorming, the emphasis is on [the] spontaneous sug-
gestion of ideas for problem solution. Brainstorming rules in-
clude:  

 No evaluation of ideas presented. 

 No consideration of likelihood of implementation. 

 Build on what others have suggested. 

 Grope for the completely new and unusual. 

 When it doubt, say what you are thinking. 

 Laugh and have fun. 

4. Which is the best solution to the problem?  

From the list of possible solutions, one must be selected. The 
size of the problem and complexity of the problem's causes 
determine how much effort the manager can justify for [the] 
choice of a solution. Criteria for choice of a solution should 
reflect the organization's mission, goals and culture.  

Two managers facing the same set of possible solutions can 
make quite different choices depending on their propensity to 
assume risk. Generally speaking, greater potential return is 
accompanied by greater risk. Creative solutions with high po-
tential for payoff may be rejected simply because of their risk.  

5. What action (s) do we take?  

The first four steps are for naught if the chosen alternative 
cannot be implemented. Implementation requires resources, 
courage, persuasion, attention to detail, evaluation of pro-
gress and corrective action. — 

C r e a t i v e  P r o b l e m  S o l v i n g   
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 Workplace bullying has been getting a lot more attention in 
the media lately after some high-profile bullying cases have 
come to light. But the issue is, unfortunately, not a new one: 
the Workplace Bullying Institute  has been around since the 
early 1990s, and many states have been trying to pass legis-
lation against workplace bullying since 2003 (none yet with 
any success). Nor does workplace bullying appear to be 
stopping: a just-released CareerBuilder survey among 5,671 
U.S. workers reveals that more than 1 in 4 (27 percent) 
workers have felt bullied in the workplace, with the majority 
neither confronting nor reporting the bully. 

The most common bully? The boss. 

According to survey results, 14 percent of workers felt bullied 
by their immediate supervisor whereas 11 percent felt bullied 
by a coworker.  Seven percent said that the bully was not 
their boss, but someone else higher up in the organization, 
and another 7 percent said the bully was their customer. 

Bullying reports by gender and age 

 Comparing genders and age groups reveals that the 
segments which were more likely than others to report 
feeling bullied  were women, workers age 55 or older 
(29 percent), and workers age 24 or younger (29 per-
cent). 

 Women reported a higher incidence of being treated 
unfairly at the office.  One-third (34 percent) of women 
said that they have felt bullied in the workplace, com-
pared with 22 percent of men. Of course, this doesn’t 
necessarily mean that fewer men are bullied—just that 
fewer men report it. And, according to research by or-
ganizational behavior and leadership expert Denise 
Salin, women are more likely than men to consider 
themselves a target of bullying. 

 Workers ages 35 to 44 were the least likely to report 
feeling bullied, with only 1 in 4 doing so. 

Bullying can come in a variety of forms, and what one of us 
considers crossing the line might make another cringe or 
blush and a third person accept as simply “part of the 
job.”  When asked to describe how they were bullied, work-
ers pointed to the following examples: 

 My comments were dismissed or not acknowledged (43 
percent). 

 I was falsely accused of mistakes I didn’t make (40 per-
cent). 

 I was harshly criticized (38 percent). 

 I was forced into doing work that really wasn’t my job (38 
percent). 

 Different standards and policies were used for me than 
for other workers (37 percent). 

 I was given mean looks (31 percent). 

 Others gossiped about me (27 percent). 

 My boss yelled at me in front of coworkers (24 percent). 

 Belittling comments were made about my work during 
meetings (23 percent). 

 Someone else stole credit for my work (21 percent). 

Since bullying comes in so many forms, it’s often difficult to 
define bullying by one specific action. The Workplace Bullying 
Institute, however, defines workplace bullying as “repeated, 
health-harming mistreatment of one or more persons (the 
targets) by one or more perpetrators that takes one or more of 
the following forms: 

1. Verbal abuse. 

2. Offensive conduct/behaviors that are threatening, humili-
ating, or intimidating. 

3. Work interference, i.e. sabotage, that prevents work from 
being done.” 

Salin, the author describes bullying in the workplace as a 
“form of negative interaction that can express itself in many 
ways, ranging from verbal aggression and excessive criticism 
or monitoring of work to social isolation or silent treatment.” 
It’s sometimes an accumulation of many minor acts, adding 
up to a pattern of maltreatment. The person on the receiving 
end of the bullying feels unable to defend him- or herself suc-
cessfully. 

What are companies doing to combat workplace bully-
ing? 

Twenty-eight percent of workers who were bullied brought the 
situation to a higher authority by reporting the bully to their 
Human Resources department. Although 38 percent of these 
workers stated that measures were taken to investigate and 
resolve the situation, the majority of workers (62 percent) said 
that no action was taken. 

Of those who didn’t report the bully at all, 1 in 5 (21 percent) 
said that it was because they feared that the bullying would 
escalate. And with so few companies taking action on bullying 
        [Continued on page 14] 

W o r k p l a c e  B u l l y i n g  a n d  Y o u r  E m p l o y e e s :  
W h a t  C a n  Y o u  D o ?  
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[continued from page 13]                                                                
complaints, reporting the incident may be an increasingly                            
unattractive option to employees, because not only will 
they have to worry about the bullying getting worse, but 
they will also have to fear making the culprit aware that his 
or her actions will not be disciplined by the company, es-
sentially giving the person a green light to continue the 
bullying behavior. 

Various sources from Salin’s research on workplace bully-
ing also show that bullying seems to be prevalent in or-
ganizations that support, accept, or allow such behavior, 
or where employees feel that they can “get away with it,” 
or where it is accepted as part of a “tough” climate. Even 
worse, new employees and managers can become social-
ized into treating bullying as a normal feature of working 
life. 

The cost to your employees—and your business 

Not only is bullying harmful for the employees experienc-
ing it, but it also has a significant impact on the workplace 
environment as a whole. Bullying affects morale, motiva-
tion, work performance, and productivity, and it can also 
lead to higher absenteeism, health care costs, and turn-
over—not to mention the psychological toll it takes on 
employees. Some employers have realized the impor-
tance of taking steps to prevent bullying or of making em-
ployees aware that the employers have a strict no-
tolerance bullying policy, not only for the obvious reason 
of protecting valued employees, but also because it’s 
good for business. Many employers, however, seem to 
deal with the issue only after it happens—if they deal with 
it at all. 

Does your organization thrive on competition to the point 
of intimidation? Do you look the other way when an em-
ployee’s behavior seems to upset another employee? Or 
do you cultivate a culture of respect? Although organiza-
tions can’t necessarily be blamed for bullying behavior, 
employees can certainly draw conclusions about what 
kind of behavior is acceptable or encouraged in the work-
place from the way they observe their organization treat its 
own employees and handle conflict. 

If you take a soft stance on bullying, employees will view 
your workplace as tolerant of the practice and will be less 
likely to come forward for help when they become a victim. 
What can you do to better protect your employees? 
 
Six steps toward a bully-free workplace 

In an article she wrote for the Scandinavian Journal of 
Management, Salin references many tips that various ex-
perts have found to be effective in helping to prevent or 
lessen the occurrence of workplace bullying. Following are  

some of those tips : 

1. Foster a supportive culture, and encourage open 
communication with both peers and leaders. 

Introduce a specific zero-tolerance antibullying policy 
to employees to increase general awareness of appropri-
ate work behavior. The content of the document is very 
important; simply having a document is not enough. The 
policy should cover the definition of what is regarded as 
bullying and what is not, and should contain a statement 
listing the consequences of breaching your organization’s 
standards. The policy should also clarify whom to report to, 
list specific contact persons, and clearly explain the proce-
dure for making and investigating informal and formal com-
plaints.  

1. Incorporate staff from all levels of your organiza-
tion to help develop your policy, and increase aware-
ness and acceptance of the policy throughout the organi-
zation.  Policies are not just for the potential victim of 
workplace bullying, but are also helpful for managers, to 
give them advice and guidelines about how to deal with 
bullying. In turn, having a policy may make managers 
more willing and competent to react appropriately to a 
situation. 

2. During management training, list or discuss the 
skills used to identify and deal with bullying. Any ac-
tion taken to increase competence on the part of manage-
ment in dealing with bullying is of utmost importance. 

3. Spread knowledge of both the definition of work-
place bullying and your organization’s policy at all 
levels, so that situations that could escalate into bullying 
can be quickly identified (and dealt with before the level of 
intensity increases). Increasing awareness may also en-
courage more employees to feel empowered to combat 
bullying by refusing to take part in it or refusing to silently 
watch it happen. 

4. To deter potential bullies from taking action, increase 
the perceived cost to the perpetrator by making it clear 
that there will be serious consequences for bullying. 

These are some steps your organization may choose to 
take to help curb bullying in the workplace. The author 
would like to hear from all of you on the matter. What is 
your organization’s stance on workplace bullying, and what 
measures have you taken to prevent it? How have you 
dealt with bullying situations that have arisen?- To leave a 
comment go to: [ thehiringsite.careerbuilder.com-
thanks to the OSHA member who passed this along to 
their AVP] 
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