
 

 

such an im-

portant and 

informative 

training on 

Carbon Mon-

oxide.  For 

this month’s 

meeting on 

February 5th, 

Ferguson 

will be providing a training on 

Navien Tankless Water Heaters 

which will include everything you 

need to know about installation.  

We hope you will join us. 

 

If you have any questions or 

would like to make suggestions 

for the association, please feel free 

to contact me at 301-937-6700. 

Calendar of Events 

 February 5 - Meeting  

 5:00 - Board Meeting 

 6:00 - T-4 Training  : Car-

bon Monoxide 

 7:30 - Dinner and  Gen-

eral Meeting 

March 5 - Meeting  

Many of us help customers with 

winterizing tips during the cold 

winter months.  This may include 

ways to protect their pipes, replac-

ing filters, preparing their furnace, 

etc.  How about winterizing your 

business?  This could include win-

terizing your fleet vehicles but 

what I am really talking about is 

reviewing business practices.  For 

many businesses, the winter 

months can be slow because their 

customer’s budgets have been 

exhausted during the holiday sea-

son.  So take this time to organize 

and troubleshoot for situations that 

you don’t have time for during the 

busier months.  For example, it’s a 

great time to assess your existing 

workforce, review performance 

appraisals, marketing strategies, 

and training needs.  Having 

MWPHCC as part of your plan 

can help.  With our monthly train-

ings, great networking for business 

solutions and political lobbying 

for our small business needs (from 

the PHCC National Office), be-

coming more involved in our 

chapter could be what you need to 

do to make 2015 a much better 

year.  We have great discussions 

and tips during our meetings that 

address everything you need to 

improve your company this winter 

and beyond. 

 

With the great turnout for our 

January meeting we can see that 

many of you are already attending 

regularly and receiving the bene-

fits of membership.  We want to 

give a huge thank you to Washing-

ton Gas and GG Davis for offering 

Message from the President — Charlie Perkins 

MWPHCC February Meeting Sponsored by Ferguson 
We hope you will join us for our 

meeting on February 5, 2015 spon-

sored by Ferguson Enterprises.  

They will be  offering a great T-4 

on Navien Tankless Water Heaters.  

They will provide information on 

the 3 Rules of Installing Tankless 

Water Heaters Correctly.  This 

training will provide critical infor-

mation on sizing the home correct-

ly, sizing the gas from the meter, 

and proper venting of the product.  

You don’t want to miss this class!   

The training will begin at 6:00 pm. 

Then join us at 7:30 p.m. for our 

general meeting and dinner pro-

vided by Ferguson.   

In the US, Ferguson is the largest 

distributor of residential and com-

mercial plumbing supplies and 

pipes, valves and fittings and one 

of the largest distributors of 

HVAC and Waterworks in the 

US. Ferguson has sales of $11.1 

billion and 22,000 associates in 

almost 1,400 service centers lo-

cated in all 50 states.   

Members from the Ferguson Hy-

dronics Department will be in 

attendance at the meeting. Please 

come out and meet your Boiler 

and Water Heater team.  They 

offer 24 hour a day service on 

commercial water heaters and 

boilers.  They have a full stock on 

several of your heating items and 

have two associates trained on 

Radiant Design.   

Please call Carl Anderson at 301-

440-7519 for your Hydronics 

needs and Water Heater replace-

ments. 

Metropolitan Washington Association of 

Plumbing-Heating-Cooling Contractors 

February 2015 
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Trust PHCC 
By Mark Riso 

Director of Government Relations - PHCC National Association 

Don’t you hate it when someone says 

“trust me.”?  Kinda makes you not 

trust the person who says it.  But it 

also opens the door to another ques-

tion: Who do you trust? 

 

It’s an interesting question, especially 

from a political perspective.  Trust 

becomes an even more intriguing 

question in the time leading up to an 

election - and I’m not talking about 

the trust for the candidates running 

for office or the things they say.   

I’m talking about:  Who or what 

source do you trust in terms of the 

credibility of political information 

you receive that will help you deter-

mine who you vote for? 

 

On a daily basis (especially leading 

up to an election), we are all inundat-

ed with political information, opin-

ions, theories, and positions from a 

myriad of sources – professional and 

otherwise.   They include the print 

media, television, the Internet, social 

media, friends, neighbors, community 

activists, mass marketers—and the 

candidates themselves (to name a 

few).  All these sources are in essence 

summarizing, analyzing, and breaking 

down information in order to influ-

ence your opinion.  This is truly” 

organized control over a human com-

munity,” which is part of the defini-

tion of politics.  And to make it more 

complicated, the information you’re 

provided is being spun…always is.  

So again:  Who do you trust? 

 

On Tuesday Nov. 4, 2014 (Election 

Day), I voted on my way home from 

work.  When I got home, I sat on the 

couch and watched the election re-

sults.  Like you, I received a mountain 

of political information prior to the 

election – all trying to persuade me to 

vote one way or another on a se-

ries of candidates running for 

elected office.  Following the 

election, I reviewed, considered, 

studied, and researched every exit 

poll, every voter survey, every 

piece of data and statistical infor-

mation I could find to assist me in 

and attempt to summarize what 

happened in the election.  Know 

what I found?  I found a lot of 

what you have already heard 

many times following the election 

– and something else.  The statis-

tic I found most fascinating, most 

profound, is that the American 

people are starving for credible 

political information—

information they can trust in order 

to make a decision on who to vote 

for.  

 

This is huge. 

 

I’m currently reviewing a study 

that addresses the very question of 

political information credibility.  

Here’s a quick overview:  Statisti-

cally, the most credible source of 

information when making a deci-

sion on who to vote for comes 

from a voter’s employer (industry/

association).  People value politi-

cal communication from their 

employer/industry/association and 

find it to be the most persuasive – 

and as a result, they take action on 

it.  The majority of those polled 

believe their employer/industry, 

should be talking about politics in 

the workplace and that the em-

ployer is the most credible infor-

mation source. 

 

In fact, of those who vote, the vast 

majority who receive political 

communication from their em-

ployer/industry/ association 

made them more likely to go to 

the polls and vote.  In terms of 

information credibility, an em-

ployer/industry/association 

comes in first, political parties 

came in second, and the media a 

distant third. 

The bottom line here is:  When it 

comes to politics, trust PHCC.   

 

Granted, we’re not a political 

think tank.  We’re a professional 

trade association.  But when 

PHCC is lobbying in Washing-

ton, we’re representing your 

interests like no one else can.  

When we’re working behind the 

scenes in working groups or 

coalition outreach, we’ve got 

your back.  And when we’re 

assessing candidates who will 

take favorable actions for the p-h

-c industry, we’re looking out 

for you. 

 

We’ve got a big responsibility to 

be your voice in Washington and 

to keep you informed of all the 

trends and developments affect-

ing you.  It’s something we are 

honored to do.  As your repre-

sentative in the nation’s capital, 

we’re working hard to be the 

type of credible resource that 

you can turn to for infor-

mation…Election Day and every 

day.      

 

Be sure to check out the latest 

legislative and regulatory up-

dates from PHCC, and visit 

www.phccweb.org/government 

on a regular basis.  I am sure 

you’ll see that in the race for 

your trust, we’re the best candi-

date.   

“Statistically, the most 

credible source of infor-

mation when making a 

decision on who to vote 

for comes from a voter’s 

employer (industry/

association).” 
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Handling Confidential Information 

This article is prepared for the PHCC Educa-

tional Foundation by TPO, Inc. 

This article focuses on handling confidential 

employee information; what you need to know 

and do to avoid legal problems. Yet, perhaps 

more importantly, mishandling of employee 

information can breach trust with your employ-

ees – and once broken, trust is difficult to impos-

sible to repair. 

 

Confidential Employee Information – What 

You Must Know and Do  

Here are some categories of confidential infor-

mation that must be treated as such: 

Personal Information – lots to protect here 

and avoid. THINK identity theft! 

 Personal (social security number, address, 

date of birth, marital status) 

 Hiring (job application, resume, interview 

notes, employment history, employment 

assessments, background checks, reference 

checks, I-9 forms) 

 New-hire paperwork (offer letters, employ-

ment contracts, handbook and policy 

acknowledgements) 

 Performance (performance reviews, perfor-

mance documentation, documented recogni-

tion, warnings and disciplinary notices, job 

descriptions, documented job changes/

promotions) 

 Compensation and benefits (salary or hour-

ly pay rates, merit increases and bonuses, 

other forms of pay, pay changes, benefits 

information) 

 Payroll (time cards/sheets, work schedules, 

pay stubs, direct deposit forms, authoriza-

tion for deducting or withholding pay, tax 

forms, status change forms) 

 Termination (termination or layoff records, 

resignation letter, unemployment insurance 

claims) 

 Attendance (dates and reasons for absence, 

time off, and leaves) 

 

Health & Medical Information. 

Any health and medical Information about em-

ployees must also be kept confidential under the 

following laws, in addition to any applicable 

state laws: 

 Americans with Disabilities Act (ADA) 

 Health Insurance Portability and Ac-

countability Act (HIPPA) 

 Genetic Information Nondiscrimination 

Act (GINA) 

 Workers' Compensation 

These laws all impose very strict rules for 

handling health related information obtained 

through medical examinations and inquiries. 

Keep confidential: 

 Insurance and benefit enrollment forms 

and claims information 

 Medical exam information 

 Workers’ compensation records 

 FMLA leave certifications and medical 

documentation 

 Records regarding reasonable accommo-

dations under ADA 

 Doctor’s notes 

 Drug test results 

Medical and benefit record should be 

kept separate from personnel files and 

can only be revealed with an employees’ 

written permission to certain individuals 

on a legitimate “need-to-know” basis as 

defined by specific statutes. 

Investigation Records – any missteps here 

can have big consequences, including mo-

rale. 

You or your HR support must maintain confi-

dentiality of records pertaining to workplace 

investigations. Investigations may apply to the 

following: 

 Complaints of harassment, discrimina-

tion, retaliation, and threats 

 Violations of rules or policies; conduct 

or disciplinary problems 

 Performance issues 

 Workplace injuries and illnesses 

 Safety and security issues 

 Witness statements and testimonies; 

records of interviews; meeting notes, 

written summaries of incidents with date, 

time, location, and individuals involved; 

written statements of complaints, and 

relevant letters, memos, and paperwork 

are all information related to investiga-

tions that should be kept confidential. 

When conducting investigations, balance 

preserving confidentiality and conducting a 

fair and complete investigation. Employees 

may request confidentiality, but be careful not 

to promise or guarantee complete confidenti-

ality – you may need to involve other individ-

uals. Instead, reassure an employee that their 

issue will be taken seriously and dealt with in 

a fair and appropriate manner. 

Now that you know what employee infor-

mation must be kept confidential – here 

are some “must dos”. 

 All employee records should be kept in a 

secure location, such as a locked cabinet 

or locked office. 

 Keep in separate files (not in personnel 

files): - Medical records and Workers’ 

Compensation claims – as noted above, 

Federal  (FLMA) and state leave docu-

ments,  I-9 Forms , Documents pertain-

ing to an employee investigation such as 

a disciplinary action,  and Background 

checks 
 

Note: Many states have laws which prohibit 

or limit an employer’s use of background 

checks (also known as “consumer reports”) or 

criminal records checks and/or prohibit dis-

crimination based on credit or criminal histo-

ry information. Be sure to check the applica-

ble laws in your state and consult with an 

employment law attorney who knows your 

state laws to ensure full compliance.  

 As a good “people” practice, honor re-

quests to view personnel files using a 

few guidelines:  

 

--Employees must schedule time in advance 

to view their files with an HR representative – 

typically employees make a request to see 

their personnel files when they are troubled 

by something and/or upset. Having time in 

advance allows you to make sure that the file 

is in order, organized, contains only the ap-

propriate materials relevant to the folder, and 

is generally ready to be reviewed.  

 

--Supervise all viewings   

 

Article continued on page 9 



 

 

 

Page 9 

Note: Employee records are considered to be 

the property of the employer and that employ-

ee access to personnel files varies by state; 

check your local laws. 

         

 Keep personnel files no less than three 

years from the date of departure. Keep the 

most current ones (one year or less) se-

cured in the office and the older ones 

(more than one year old) in on or off-site 

storage. 

 Keep a log to sign and date the personnel 

files that are purged. 

 Shred documents for security. 

 Even after you’ve taken all the necessary 

precautions, a breach in confidentiality is 

still possible. If an employee’s personal 

information (Social Security number, 

immigration status, etc.) or company-

related information (pay grade, perfor-

mance reviews, etc.) has become compro-

mised, the first step is to inform the em-

ployee and the employee’s supervisor. 

Depending on the type of breach, it may 

be advisable to change security measures, 

such as passwords and locks. 

Confidential Company Information – 

Formal Agreements Between You and 

Your Employees  

Formal agreements can help maintain the 

confidentiality of valuable company in-

formation such as customer lists, trade 

secrets, and other proprietary data – both 

during the course of employment with 

your company and after the employee 

leaves. 

To help ensure that confidential infor-

mation remains confidential and that for-

mer employees do not use the knowledge 

gained while working for you to the ad-

vantage of another employer, you may 

consider requiring that certain employees 

sign agreements which would prohibit 

them from: 

 Working for a competitor or engaging in 

activities that compete with your business 

(non-competition agreements). 

 Luring your customers or other employ-

ees to a competing business (non-

solicitation agreements). 

 Disclosing confidential information to 

anyone outside the company or anyone 

within the company who is not author-

ized to receive the information 

(confidentiality agreements). 

Note: Non-competition/non-solicitation 

agreements and confidentiality agree-

ments are generally governed by state 

law, therefore, the validity and enforcea-

bility of these contracts will vary from 

state to state.  Seek advice from an em-

ployment law attorney before you begin 

drafting any agreements. 

 

Advice from an attorney should help 

you: 

 Determine whether your company has a 

valid need for the agreement – a legiti-

mate business reason. 

 Decide which employees should sign the 

agreement – typically not all. 

 Keep the agreement reasonable – dura-

tion, geographic area, restrictions of 

type of business a former employee can 

engage in. 

 Explain the consequences for breaching 

the agreement – immediate discharge, 

monetary penalty. 

Other Ways to Maintain Confidenti-

ality 

Although non-competition/non-

solicitation and confidentiality agree-

ments can reduce the possibility that a 

competitor will take advantage of your 

confidential business information, keep 

in mind that these agreements should be 

part of a larger effort to maintain the 

privacy of proprietary information and 

protect your company from competition. 

Additional steps you can take can take 

include: 

 Choosing carefully those employees 

who will have access to confidential 

information. 

 Keeping hard copies of the information 

you wish to protect in locked cabinets 

and offices, clearly marked as confiden-

tial. 

 Keeping electronic confidential infor-

mation in password-protected databases.  

 Training employees on how to recognize 

confidential information. 

 Routinely reminding employees that 

confidential documents should never be 

left on desks and that restricted infor-

mation should never be discussed where 

it could be overheard by unauthorized 

individuals within the company (such as 

in office hallways or common areas) or 

outside the company (such as in eleva-

tors, trains or other public places). 

 

As a business owner, you have complete con-

trol over how you handle the personal and 

confidential information of your employ-

ees.  You have less control over how your 

employees maintain the confidentiality of 

your company information, but your rigorous 

adherence to confidentiality standards will set 

the stage for a healthy and ethical work envi-

ronment. 

 

This content was developed for 
the PHCC Educational Foundation by TPO, 
Inc.(www.tpo-inc.com). Please consult your 
HR professional or attorney for further ad-
vice, as laws may differ in each state. Laws 
continue to evolve; the information presented 
is as of September 2014. Any omission or 
inclusion of incorrect data is unintentional. 
Please note this article is not intended to pro-
vide legal advice or to substitute for supervi-
sor employment law training. 

The PHCC Educational Foundation, a part-

nership of contractors, manufacturers and 

wholesalers was founded in 1987 to serve the 

plumbing-heating-cooling industry by prepar-

ing contractors and their employees to meet 

the challenges of a constantly changing mar-

ketplace. If you found this article helpful, 

please consider supporting the Foundation 

by making a contribution at http://

www.phccfoundation.org. 

Handling Confidential Information continued from page 8 
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Updates to OSHA’s Recordkeeping Rules 

"OSHA will now receive crucial reports of fatal-

ities and severe work-related injuries and ill-

nesses that will significantly enhance the agen-

cy’s ability to target our resources to save lives 

and prevent further injury and illness. This new 

data will enable the agency to identify the work-

places where workers are at the greatest risk 

and target our compliance assistance and en-

forcement resources accordingly."  Assistant 

Secretary of Labor for Occupational Safety 

and Health, Dr. David Michaels 

The Occupational Safety and Health Admin-

istration’s revised recordkeeping rule includes 

two key changes: 

First, the rule updates the list of industries that 

are exempt from the requirement to routinely 

keep OSHA injury and illness records, due to 

relatively low occupational injury and illness 

rates. The previous list of industries was based 

on the old Standard Industrial Classification 

(SIC) system and injury and illness data from 

the Bureau of Labor Statistics (BLS) from 1996, 

1997, and 1998. The new list of industries that 

are exempt from routinely keeping OSHA injury 

and illness records is based on the North Ameri-

can Industry Classification System (NAICS) and 

injury and illness data from the Bureau of Labor 

Statistics (BLS) from 2007, 2008, and 2009. 

Note: The new rule retains the exemption for 

any employer with ten or fewer employees, 

regardless of their industry classification, from 

the requirement to routinely keep records. 

Second, the rule expands the list of severe work-

related injuries that all covered employers must 

report to OSHA. The revised rule retains the 

current requirement to report all work-related 

fatalities within 8 hours and adds the require-

ment to report all work-related in-patient hospi-

talizations, amputations and loss of an eye with-

in 24 hours to OSHA. 

Establishments located in States under Fed-

eral OSHA jurisdiction must begin to comply 

with the new requirements on January 1, 

2015. Establishments located in states that 

operate their own safety and health pro-

grams (State Plan States) should check with 

their state plan for the implementation date 

of the new requirements. OSHA encourages 

the states to implement the new coverage 

provisions on 1/1/2015, but some may not be 

able to meet this tight deadline. 

 The final rule will allow OSHA to focus 

its efforts more effectively to prevent fa-

talities and serious work-related injuries 

and illnesses. The final rule will also im-

prove access by employers, employees, 

researchers and the public to information 

about workplace safety and health and 

increase their ability to identify and abate 

serious hazards. 

 

Changes to reporting requirements:  

What needs to be reported to OSHA? 

 

OSHA's updated recordkeeping rule expands 

the list of severe injuries that employers must 

report to OSHA. 

As of January 1, 2015, all employers must re-

port 

1. All work-related fatalities within 8 hours. 

2. All work-related inpatient hospitalizations, 

all amputations and all losses of an eye 

within 24 hours. 

 

 

You can report to OSHA by 

1. Calling OSHA’s free and confidential 

number at 1-800-321-OSHA (6742). 

2. Calling your closest Area Office during 

normal business hours. 

Using the new online form that will soon be 

available. 

Only fatalities occurring within 30 days of the 

work-related incident must be reported to 

OSHA. Further, for an in-patient hospitaliza-

tion, amputation or loss of an eye, these inci-

dents must be reported to OSHA only if they 

occur within 24 hours of the work-related 

incident. 

 

Changes to recordkeeping require-

ments:  Who is required to keep rec-

ords?  Who is exempt from keeping 

records? 

 

OSHA regulations require certain employ-

ers to routinely keep records of serious 

employee injuries and illnesses. However, 

there are two classes of employers that are 

partially exempt from routinely keeping 

records. First, employers with ten or fewer 

employees at all times during the previous 

calendar year are exempt from routinely 

keeping OSHA injury and illness rec-

ords. OSHA’s revised recordkeeping 

regulation maintains this exemption. 

Second, establishments in certain low-

hazard industries are also exempt from 

routinely keeping OSHA injury and illness 

records. Since 1982, this list has been com-

prised of establishments in the divisions of 

retail trade; finance, insurance and real 

estate; and the service industry if the three 

year average lost workday case rate for 

their major industry group was 75 percent 

or less of the overall three year average of 

the lost workday case rate for private indus-

try. OSHA’s revised recordkeeping regu-

lation provides an updated list of low-

hazard industries that are exempt from 

routinely keeping OSHA injury and ill-

ness records. The new list of exempt in-

dustries is now classified by North Ameri-

can Industry Classification System 

(NAICS), which is the standard used by 

Federal statistical agencies in classifying 

business establishments for the purpose of 

collecting, analyzing and publishing statisti-

cal data related to the U.S. business econo-

my. The injury and illness rate threshold is 

based on more recent BLS data. 
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301-277-9111 

alluke9111@gmail.com 

 

2nd Vice President 
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301-982-537 
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John Barry, J.E. Barry Plg & Htg 

301-583-0081 
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Bill Royston,  All-Pro Services, Inc. 

301-808-6800 
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Susan Northcutt 
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Metropolitan Washington Association of Plumbing-Heating-Cooling Contractors 
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Silver Spring, MD 20904–1436 
Board of Directors 
 

Mark Crooks 202-546-5500 
Buckey Davis  202-288-6300 
Ray Handy 240-433-1300 
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We’re on the web!  Visit us at www.mwphcc.org or at www.facebook/MWPHCC 

PHCC Mission 

Dedicated to the promotion, advancement, edu-

cation and training of the Industry, for the pro-

tection of our environment and the health, safe-

ty and comfort of society. 

To Contact PHCC - NA: 1-800-533-7694 
or on the web at 

www.phccweb.org 


