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Executive Pay
Hikes Checked by
Worker Review

By WiLLiam Bove

When John Walter resigned un-
der pressure as AT&T’s second in
command, the $25 million he netted
for nine months of work was seized
on by critics as an example of incor-
rigible excess in corporate America’s
highest ranks.

But as compensation of top ex-
ecutives soared to record levels last
year, the pay awarded one corporate
chief, George Fisher of Eastman
Kodak, fell by nearly $4 million in
what most analysts considered a good
year for Kodak.

His pay cut was the product of a
new system of compensation at Kodak
in which employees rate the corporate
brass on how well they're doing.

Under the executive pay plan, a por-
tion of Fisher's salary and bonus is
linked not only to what the workers
think ofhim, butalso to his performance
on key indicators of “public responsi-
bility” including the environment.

It's definitely not sweeping corpo-
rate America,” said Scott Clinger, a
research analyst with the United States
Trust Company of Boston, which
manages assets of “socially respon-

sible” investors. “But more compa-
nies are looking at it. And people are
struggling with the issues.”

At Sears, Roebuck and Co., all
300,000 employees are filling out
questionnaires in a new process of
determining executive bonus pay.
The so-called “at risk” compensa-
tion accounts for about one-third of
the pay for upper-level managers.

I'he worker feedback, aimed at
bolstering accountability in the
company’s upper tier, is part of a
larger quest by Sears. “Our vision 18
to be a compelling place to shop,
work and invest,” said Tony Rucc,
executive vice president of adminis-
tration at corporate headquarters in
Hoffman Estates, I11.

In setting bonus pay, Sears as-
signs a given weight to each of three
measures:
employee satisfaction (25 percent);
customer satisfaction (25 percent);
and financial performance (50
percent).

With results of the new measures
still being tabulated, it's too early to
tell what effect they will have on
executive compensation at Sears.

Workplace Diversity
Programs Work Best
When They Expand
Beyond Race

By PAMELA SCHAEFFER

An important part of the diversity
storyat Allstate is evaluating leaders
in terms of their skill in building a
supportive work environment. Di-
versity skills are assessed through an
extensive quarterly survey that asks
employees for anonymous feedback
on how the company fares with both
its customers and its employees.

Crockett said that up to 25 per-
cent of an Allstate manager’s bonus
is linked to performance ona “diver-
sity index,” determined from survey

results, and to achieving diversity
goals in “succession planning” tar-
geting and nurturing employees to
fill key positions nationwide.

Asa follow-up to diversity train-
ing workshops, Bank of Americain
1995 began creating ‘“‘diversity
business councils” whose makeup
is intended to be a microcosm of
the company itself, mirroring the
diversity of the bank’s 93,000 em-
ployees. The councils are charged
with devising practical ways to
achieve the ultimate goal of an all-
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Companies Seek To Be “Family Friendly”

By WiLLiam Bove

“Family friendliness has become
a catch phrase in corporate America.
But while most big companies have
family policies on paper, fewerseem
friendly to employees who make use
of them, said Bailyn, who helped
Xerox make the changes.

Indeed, the offering of work-time
options hasbecomea “double-edged
sword.” often giving employees
greater flexibility but also jeopardiz-
ing their career prospects, says anew
study funded by the Ford Foundation
in New York.

Adjusting their*‘work-family lens,”
MIT researchers looked at how rigid
schedules and workers’ maneuvering
around them affected employees and
business performance. It wasn't a
pretty sight, managers conceded.

The primarily female workforce of
400 tapped personal days and sick time
to handle family matters. Unplanned
absences ran high, phone stations were
left unattended, and resentment led to
faster turnover, all of which proved
costly, said Xerox's Collier.

Examining their unspoken as-
sumptions — namely that when em-
ployees win, the company loses
managers came to recognize their
“culture of control,” said a working
paper released in April by MIT.

They came up with aradical idea:
take decisions about work sched-
ules out of the hands of managers
and supervisors.

It is now the employees, through
their work teams, who set the sched-
ules. They can have time off when
they want. They also have real op-
tions such as extended family leave,

inclusive workplace.

The diversity councils have imple-
mented a variety of approaches for
their particular business areas, rang-
ing from mentoring programs, to
performance reviews for managers
based ondiversity objectives, totem-
porary work assignments designed
specifically to allow employees to
broaden their skills. The company
also posts all open positions, includ-
ing those for senior vice presidents, a
sign that the “old boys’ network™ has
lost its edge.

Businesses Need Strategies
to Avoid “Beeper Burnout”

The demands placed on the
country’s limited number of infor-
mation technology workers is result-
ing in overwhelming workloads and
beeper burnout, say the authors of a
new book.

Thomas Feratt and Ritu Agarwal
studied the practices of 32 companies
for their book “Coping With Labor
Scarcity in Information Technology.”

The authors say while companies
need to do the obvious to recruit and
retain information technology profes-
sionals, like stepping up recruiting

efforts and offering competitive com-
pensation packages, they also need to
balance their concern for productivity
with a concemn for employees satis-
faction and career development.

Companies with the highest reten-
tion rates, Ferratt said, were those that
were able to develop a sense of com-
munity, give consistent feedback, of-
fer recognition and tangible rewards
and recognize employee’s personal
as well as professional identity.

The key is to have a mix of inter-
esting, challenging work that pays
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well, an overall concern for the indi-
vidual, recognition of stress and ways
to relieve it, and a long-term career-
planning strategy for the employees.

Ferratt acknowledges that there
are costs associated with making a
company an attractive place to work,
and managers need to be trained in
this shared vision, which may cut
into productivity. However, Ferratt
points out, those companies inter-
ested only in productivity will suffer
losses as well in a greater turnover
and a higher stress level.

duced similar results among sales and
technical workers in Dallas and at its
engineering unit in Webster, N.Y.

singleemployeeatthe customer service
unit who puts ina*‘normal” work week.
According to Xerox, the study pro-

a “compressed week” (usually 40
hours in four days), job sharing and
reduced summer hours.

“Now, you just leave a voice mail
with your work group. They all know
what you're doing, and they step up
to the task of covering for you when
you're not there, and you do the same
for them,” said Arronte, a customer
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B Nost Quamn

Excellent opportunity to work in the fast-paced, exciting world of Cutting Edge Concepts
at the Rose Quarter, Portland’s professional sports and entertainment center.

Successful candidates must possess strong written and verbal communication skills, be computer literate,
have the ability to work independently in a team environment.

. qu;n Resources Assistant: will provide general administrative and project support to HR Manager. Must be able
to prioritize multiple tasks, be exceptionally detail-oriented and well-organized. Experience in record keeping & compliance a plus.

« Trainer: Enthusiastic, energetic, articulate individual capable of presenting training material in an interesting, well-organized
and effective manner to Rose Quarter’s food & beverage event staff. Wil assist with program development, tracking completion
and measurement data. Food & Beverage experience required. Flexible scheduling including some evenings and weekends.

Accounts Payable Clerk: General understanding of business and financial principles, strong computer skills required.
Must be detail-oriented and well-organized. Min. | yr. experience in A/P; Accounting background a plus

Salary commensurate with experience, plus full benefit package.

To apply, send detailed resume to:

CEC, Human Resources Manager,
One Center Court, Suite 200,
Portland, OR 97227.

No phone calls please.

Equal Opportunity Employer. Minorities and females are encouraged to apply. M/E/DNY

The nation’s leading manufacturer of rail cars and barges
is looking for new team members to work as:

e Entry level helpers ¢ Fitters/Welders
e Maintenance mechanics, electricians and technicians
e Dispatchers * Forklift drivers ® Crane operators
Gunderson offers a competitive compensation package rewarding performance and

commitment. We also offer medical, dental, vision, life insurance, 401K, tuition
reimbursement, sic pay, vacation pay and more.

All applicants are required to successful complete a pre-employment physical and driug screen.

If you are interested and meet these qualifications, apply in person
between the hours of 7:00am — 11:00am and 12:00pm and 3:30Pm at:

Gunderson Inc.
350 NW Front Ave
Portland. OR 97210

Fax (503) 972-5987
Call our Job Hotline for updated information ® (503) 972-5901

AN EEO EMPLOYER

MULTNOMAH COUNTY & CITY OF PORTLAND

We have career opportunities as
diverse as our communities

THE
EMPLOYERS OF CHOICE
For information contact

The City/County Affirmative Action Office
(503) 823-4164
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