


 nominations in previous years we were

especially gratified to be one of only six

employers chosen to receive this presti-

gious award in 2002.”

Go with a Pro

How did the company get from there to

here in only a few short years?

“Previously we had a retired carpenter as

safety director,” Townsend recalls. “He

got us started in the right direction, but

he sometimes had blinders on because

he didn’t want to slow production. We

knew we needed a professional.”

Bringing in a trained outsider was an

important dynamic to the program’s

success. But both Townsend and Taylor

acknowledge that there was initially

considerable resistance from the work-

ers. “In a lot of situations, the tendency

is to grab somebody from the crew and

make him the safety person,” says Tay-

lor, who is a Construction Health and

Safety Technician. “One of my biggest

challenges was showing that I knew

what I was talking about, that I had the

education and this was my professional

field. The guys really don’t want to hear

about it from somebody who doesn’t

know any more about it than they

already know.”

The only way a safety program can

work, says Taylor, “is if the owner not

only talks safety, but proves it, day in

and day out. One key way the owner

does this is to give the safety director real

authority” Townsend agrees: “We had

to establish credibility, so at the quarter-

ly open forum attended by all the fore-

man, I announced that Matt Taylor had

top authority on the job, so there was no

second guessing.”

This meant that Taylor had the power to
stop a job, which, in fact, he once did.

The electrical contractor was running

temporary wiring over the ground where

there were a lot of puddles. Taylor asked

them to be removed. He was told he had

to go through the general contractor, so

Taylor asked him. Two hours later, when

nothing had been done, Taylor took his

five men off the job. “There was a lot of



One of the main

factors Taylor had

to bring to the

safety program, he

says, “is consisten-
cy. A lot of people

came from the old

with a concern for

safety.”
up. With three write-ups, you take three

to four days off. Four write-ups and

you’re gone.” Taylor reports that it took

about eight months before people

accepted, as he says, “that if you test the

no-nonsense program, you lose.” A

number of people got up to two write-

ups, but nobody ventured for the third.

It’s a Tough Job

flak initially,” Taylor says. “But once the

general contractor knew I was serious

and had his best interests in mind, he was
appreciative for having a subcontractor

school, who were

used to doing it this way or that way, but

maybe not the right way So we enforced

a consistent no-nonsense program. For

every safety infraction, you get a write-

“I found out nobody likes the safety

director,” Taylor says. “It’s a hard role to

play. But at the end of the day, if the

employees go home unharmed, it’s one of



those deals where they might not like

you, but their kids do.”

Yet, though Taylor finds it necessary to

be consistent and firm, he also adds that

it’s equally important simply to not cre-

ate unnecessary harassment. The written

policy is not that important, Taylor says.

“OSHA has enough polices,” he

explains. “There’s no point in having a

policy if you don’t enforce it.” So, he’s

selective. He does enforce the wearing of

hard hats, which was a challenge in the

beginning. But safety glasses are required

only when needed. “If you show the

guys you’re not going to put undue stress

on them in an area where they don’t real-

ly need safety glasses, they’ll tend to

work with you where it is important.”

Taylor found the workers liked a certain

type of “designer” glasses that made

them look better and feel more com-

fortable. The new glasses got people

wearing safety glasses more often with-

out having to be reminded.

Taylor makes it a point to work with the

employees, rather than impose on them.



“You can’t come in with an iron fist,

especially with fall protection,” he says.

“I tell them, I’m not here to tell you how

to build it. But you tell me how you can

do your job and still be tied off, and I’ll

work with what you want.’ That’s what

makes this successful. If they want, we’ll

buy special equipment. They wanted

$1,200 horizontal life lines, so we got

them, no questions asked.”

Taylor also believes in example rather

than force wherever possible. He noted

that of the 23 accidents in 2000, more

than half were hand cuts resulting from

handling oily light gauge framing. He

got three men to voluntarily wear the

Kevlar protective gloves as an experi-

ment for the week. “Once the others saw

these three wearing them, they asked for

them too,” Taylor says. “I’ve found that

if you let guys try things out on their

own, they tend to do the right things.”

What also aids acceptance, Taylor says,

is demonstrating that the company real-

ly does care about its employees. Built

into the program is light duty for an

injured worker, which, he says, “gives

the guys a sense of security, that you’re

not going to abandon him when he’s

hurt, that he can keep working and keep

getting paid,” Taylor says.

It’s a win-win policy, he adds. By keep-

ing employees working, the company

keeps its workers’ compensation premi-

ums down. Also, because the worker has

a sense of security, Taylor says, “he

knows he is still putting food on the

table. He has a better attitude toward the

company and his production.”

Along these same lines, the company has

quarterly meetings with the state bureau

of workers’ comp, along with Corvel,

the MCO and the ASU Group, OCP’s

third-party administrator. “But we make

sure that the guys are taken care of med-

ically and financially, so they’re not lost

in the paper work and aren’t able to pay

their bills and have to deal with collec-

tion agencies.” The benefit, Taylor says,

is two-fold. The workers get the medical

attention they need, and because they

are taken care of, they have a much bet-

ter attitude. “They ask to get off of

restricted hours and back to regular

work by making simple job changes in

the field” Taylor says.



On the other hand, neither Taylor nor

Townsend believe much in incentive

safety programs. Incentives for sales is

one thing, but for safety is something

else. “When you have incentives for safe-

ty, people tend to hide things, or not

speak out,” Townsend says. “You should

be motivated for safety, for that, in itself,

is its own award. The company does add

up points for being safe, for not being

written up or cited by OSHA, which

allows workers to get catalog items such



as coats and jackets. But this, Townsend says, “is more an expres-

sion of our appreciation. We don’t expect anybody to be moti-

vated to be safe because of things like that.”

The company’s drug program, Taylor says, “was a big road to

cross, and we thought we were going to lose a lot of employ-

ees.” Coming together about the same time were the union’s

training on a specific

topic once a month, dur-

program for drug testing of apprentices as well as random test-

ing of others, and our company’s post-accident testing. This

turned out, however, not to be an issue. “We were told that the

statistics had shown that more than 10 percent of the force had

drug issues, but we found less than 1 percent, and we didn’t lose

anybody over the testing.” The company’s intent is to rehabil-

itate an employee who tests positive for drugs, as opposed to

simply passing him off to another company where he might

pose a safety threat.

Trained for Safety

Training is important to

the program. All  of

OCP’s 36 supervisors

and managers have com-

pleted 10 or 30 hours of

OSHA’s construction

outreach program with-

in the past three years,

and all have attended a

competent person train-

ing program. Taylor elic-

its cooperation from

employees by having



ing lunch hour, for which the company

buys the lunch.

In terms of safety versus productivity,

Taylor says, “Now that we’ve gone

through 11 OSHA inspections without

a citation, the foremen are beginning to

see how much time has been saved.”

“Look at it this way,” Taylor continues.

“Say a guy gets hurt on the job. In addi-

tion to his lost productivity, there are

about 10 people standing around asking
if he is OK while waiting for the ambu-

lance. Then there’s somebody who sits

by his side as he’s taken to the hospital.

Then there’s the loss of production while

everybody talks about what happened

for two days, not only on that site, but

all the jobs you are running; word gets

around. On top of that there’s my time

spent in investigating it, and, of course,

OSHA will be involved. That’s a lot of

lost production.”

Says Townsend, who has seen both the

before and after, “Maybe when you

introduce a new protective device,

there’s a slight slowdown for the learn-

ing curve, but once the guys understand

how it works, production picks right

back up. Overall, there’s no noticeable

decrease in production. It’s the other

way around, really.

“There was definitely resistance in the

early days, but now there is no resis-

tance, and morale is up. OCP is a bet-

ter place to work, and that increases pro-

ductivity not only on the jobs we have,

but also in getting new ones. Most gen-

eral contractors require data on our safe-

ty program and EMR rates as part of the

pre-bid subcontractor qualifications. We

believe our safety record provides a com-

petitive advantage and would prefer that

all significantly sized projects required

safety record reporting prior to bid

awards. We’ve started to actively use our premise that owners will ultimately

safety record as a sales tool and believe reduce building risk as well as potential

that safety’s importance within the liabilities by hiring contractors who are

industry is growing. Our willingness to not only experienced and skilled but

invest in safety is based upon the safe.”




