Industry Breakout Session: Construction

Facilitator: Harvey McGill (Pac-Pro)

Industry Rep: Gary Stonewall, R&H Construction

This Session had primarily a question and answer format between Industry Representative and participants. Other companies and organizations that were represented included: 

· Clackamas County

· Oregon Trades Women

· OSU

· Washington County

· Tualatin Hill Park District

· WISHA

· Baker Rock Resources

· CROET

· OSHA

Gary Stonewall is the Corporate Safety Director for R&H Construction.  

Gary’s Key Points: 

· One of the big concerns in the construction industry right now is having a viable workforce. There are not a lot of new people coming into the trade. The migratory, limited-English speaking, workforce is helping to fill this gap. 

· This new workforce generally comes with relatively little skill and even less personal items. We have an ongoing need to reach out and train this workforce. In this process we are hiring as many bilingual people as possible to help with communication issues.

·  Piece work is another challenge within the construction industry. (i.e. employees have to supply their own tools). The Hispanic workforce is very responsive to needs of the company. 

· Gary’s company is spending a lot of time and money to effectively train non-English speaking workforce. They still feel that they have a long way to go but are trying to make a difference.

The following Questions were discussed with feedback from Gary and other participants.
Do you have a Safety Committee? Yes, we have a very effective safety committee. This is where the pocket card idea came into play that has a list of terms in Spanish and English. 

Do limited-English speaking workers ask a lot of questions? Yes, but only after you get to know them and develop trust.

Do you self perform your non-mechanical work? Depends on the project. 

How much responsibility do you have for the safety of your sub-contractors? 100% - it is written into their contracts that they must comply with all OSHA rules and additional safety rules beyond that.

If you see a deficiency on a worksite what do you do? I deal with the person directly, even if they are a part of the subcontractor. I then talk with the foreman to make sure the appropriate training is going to occur. Superintendent is rewarded for positive safety results

How do you know if employees have been trained? We request documentation on training sessions. We may also follow-up on the documentation to make sure that all of the employees have actually been trained.

Beyond fall protection what other training do they need? It really depends on the project. If they are doing excavation then we would want to see proof of that type of training. There is a wide variety of training that could be required depending on the exposures.

Discussion within audience - OR-OSHA and SAIF have great resources to describe what type of training is needed based on industry. You can access this information off of their websites: www.orosha.org and www.saif.com 

How long have you been a safety director? 8 Years. Before that I was a superintendent. The change in job duties went well because I knew the expectations of superintendents. Employees have been very supportive of the change.

Do you have a safety team? 1 other person

How many projects do you have? 300 per year, usually 20 at a time. Each project has a project engineer and we train this person on safety. They are then 1/3 safety and 2/3 project engineer.

Do you use mentoring or partnering with new hires to prevent early tenure injuries? Washington County indicated that they hire heavily in the spring and the first week is spent with a single individual to integrate them into the team. After this first week they are then partnered with someone on the team/crew to continue this one-on-one training.

Female in a male dominated industry: How do you help get the limited-English speaking population, predominately Hispanic, to accept females in authority positions? Culturally if you can build up the persona of a teacher you can gain trust and respect. If you are recognized as a key resource and demonstrate your skills you will build credibility. As a woman, if you present as an educator, you will begin to gain credibility. Providing workers with more skills that make them more valuable in the job market will also help build rapport.

Additional ways to gain credibility are to seek out expertise that others have and utilize them. Language is a huge thing. Make an effort to become at least conversant in other’s native language. For example, one of the audience members described doing a survey of a specific workforce that was predominately Spanish speakers. They got 100% survey response when the person approaching the group addressed the group in Spanish and talked a bit about Mexico or tried to connect personally with the group. 

Important lesson - Try to get to know people on a more personal basis . . . talk about things other than work.

How have you been successful in acknowledging the dynamics of the various leaders (social, language, technical)? When looking for the right people it is often difficult to identify the various roles. Will often grab the person with the best English skills but they are not the social or technical leader and they try to have this person fulfill all three roles. This does not work as this person does not have the respect of the whole group. 

One member of the audience pointed out that there are extraordinary people who can fulfill all three roles and these individuals are invaluable.

Can you help cultivate/build a person to fulfill these various roles? Yes, because people are very motivated. Most people would love to have these educational opportunities to grow.

What does this statement mean, “Results Depend on Relationships.” – Relationships must outlast the transaction. This is how you know if you have built the relationship. People can see if you are only being “nice” in order to accomplish a short project. You must be sincere and show ongoing relationship aspects.  Cannot forget how important the relationship aspect is when working with other cultures. Need to make sure that you relate at each person’s comfort level

Discussion within audience - Problems with younger workforce. No loyalty to a company.

Loyalty is a two-way street and it is important to understand where they have come from culturally. As a whole, there is not much long-term partnering within construction.

How do you encourage people to want to stay employed? Benefits, opportunity for growth and continued employment.  Succession planning if very important particularly because of the aging workforce.

How many employers does a typical construction worker have within a five year time frame? Depends on the employer and the size of the projects but it could be quite a large number.

How do you get workers to value training? Learner-centered education. Start with the learner and what they would like to know. This is difficult in safety as there are certain rules that need to be covered but not be at all interesting to the learner.

Best type of training is customized training to the audience but this can be difficult when there is a set information group that needed to be taught. You need to get the group to “want to learn.” If you can get them into the classroom you have had a huge success. Make the environment less “school” like and more conducive to their learning style. Remember that we have a lot to learn from the students in the class. One of the main things we can learn is humility.

Values of wanting to be prosperous and be healthy are important in most cultures. If you center on these values and why they need the training employees are more willing to pay attention.

Messages being sent by construction companies are often in conflict – production is more important than safety. Another challenge is the seasonality of construction. Huge change in workforce and ongoing training needs. Cross-training is one element that can help reduce seasonality.

