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Message from the President — Charlie Perkins

Calendar of Events
 September 10 - Meeting**
Please Note: **This is the
2nd Thursday of the month


5:00 - Board Meeting



6:00 - T-4 Training :



7:30 - Dinner and General Meeting

 October 8 - Meeting

Inside this issue:

I hope everyone has had a great
summer. Hopefully it has been a
busy time for your company and
you’ve also made time to relax,
spend time with family and enjoy
all that summer has to offer.
In August we had our annual planning session. We focused on strategic planning for our chapter for
the upcoming year and beyond.
Many topics were discussed with
the focus on continuing with quality trainings and meetings and ways
to improve to continue the relevance of the association to its’
members. One of our main goals
from this discussion was to focus
on membership. We had several
new members this year and we
would like to continue to get the
word out about our chapter and
grow the association. During this
discussion, we asked the question,
what are the benefits of being a

Metro Washington PHCC member? How do we sell the idea of
membership, especially to younger
business owners that may not see
the value of membership, particularly when they get a lot of their
information
and
interactions
online and through social media?
Of course, the usual benefits: discounts on gas, vehicle purchasing/
leasing, work apparel and business
management tools were the first
advantages to come to mind. But
most members felt the most valuable part of being a member is the
interaction of our members at
meetings and other events. Sharing of ideas and the latest industry
news is invaluable to stay at the
forefront of our profession. These
kind of relationships and networking cannot be replicated online.
Nothing can replace face-to-face
interactions and connections.

What
we’d
like for all of
our members,
both industry
and contractors is to commit to spreading the word
about our association and bringing in new people to try out our meetings and see
what they think. We will have
special promotions for 1st time
members and think that expanding
and growing the membership will
strengthen our chapter. Please
commit to attending the meetings
this Fall and Winter and bringing
at least one other person to our
meetings.
If you have any questions or
would like to make suggestions
for the association, please feel free
to contact me at 301-937-6700.
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Join us for our September meeting
on Thursday, September 10, 2015
at the Holiday Inn - College Park,
10000 Baltimore Avenue, College
Park, Maryland. This meeting is
generously sponsored by Thos.
Somerville and Daikin.
Our T-4 Training this month will
be, “The Daikin Difference: Everything You Need to Know About
Installation of the Ductless Heat
Pump.” This training is great for
everyone including owners, technicians and mechanics and will begin
in the ballroom at 6:00 pm. The

general meeting and dinner will
immediately follow the training.
Thos. Somerville began their
customer focused business over
150 years ago. A family owned
business from the start, Thos.
Somerville Co. strives to operate
customer focused branch operations. At Thos. Somerville Co.,
they know that excellent service
is the key to their success.
Thos. Somerville has a veteran
crew of knowledgeable sales reps,
early hours and deep inventory to

fulfill your needs. They also have
a trade-friendly environment
which includes offering an updated list of manufacturer price updates on their website, providing
industry training that supports
innovative product changes and
offering flexible credit terms to
their contractor customers. These
services support contractors at
every level of business.
Come to the September meeting
and see what Thos. Somerville
can do for your business!

METROPOLITAN WASHINGTON ASSOCIATION OF PLUMBING-HEATING-COOLING CONTRACTORS
Founded in 1873
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Don’t Shoot the Messenger prepared for the PHCC Education Foundation by TPO, Inc.
Communication is key to good management
decisions, so why do you keep getting surprised
by negative news? Learn how to recognize the
signs that employees are keeping negative information from you and the reasons why they are
doing it. Who wants to tell their boss about
something bad happening if they are going to
get yelled at, regardless of whose fault it was?
Building an environment of open communication is crucial to managing employees. Employees will perform better and feel more loyalty to
a company if they know exactly what is expected of them and receive both constructive
and positive feedback. Also, employees will
more likely come to management if they’re met
with transparency, respect, and responsiveness.
If employees have learned that their information
sharing will be met with indifference or negativity, they will be less likely to bring to management ideas that could improve the company’s
performance or problems that need to be solved

to ensure its continued success.
This article focuses on the latter – negative
news or problems. If a manager can recognize
that employees are hiding bad news – for example, a problem with a customer – the manager can try to discover the problem and work
with them to solve it. That’s a short-term
fix. What that situation also reveals is that
employees don’t want to come to management
with their problems. That is a bigger problem,
so if the manager keeps getting surprised by
negative news, the next step is to examine how
the workplace culture can be improved to encourage employees to come to management.



Employees do the bare minimum necessary to get their work done.



Employees have a “whatever happens,
happens” attitude. They may take
longer than normal lunch breaks or
often arrive late or leave early.



Employees used to stay as late as necessary to finish their work but suddenly have begun leaving right at 5 p.m.



Employees stop talking when you
enter a room or often whisper to each
other.



An employee seems to be trying to tell
you something but does so indirectly
and without coming straight out with
the problem.

Step 1: Recognize the Signs
First, it’s important for a manager to detect that
employees are hiding bad news. Several behaviors, especially if they have developed recently, can be indicators:

Continued on page 5

MWPHCC Fishing Spring Trip
On Friday, May 8, 2015, the MWPHCC held its’
annual Fishing Trip on a beautiful sunny morning. The association chartered 4 boats with Lexianna Charters that sailed out of Chesapeake
Beach, Maryland. Our annual fishing trip is
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always a popular event, especially with the 6
hours of fishing, great food, friends and of
course fishing in the bay. Many rockfish were
caught on the morning cruise and a great time
was had by all participants. We’ll begin plan-

ning for our 2016 trip soon so be on the
lookout for more information. We hope to
see you out there with us next Spring!

Association President, Charlie Perkins
with the first catch of the day!
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Don’t Shoot the Messenger continued from page 2




Also, experienced managers – whether they
realize it or not – can often detect shifts in
the workplace and when something is
amiss with employees. They should listen
to that instinct.

the past have been treated poorly or fired.



When sitting down with an employee to try
to evaluate a situation, for example, a customer has complaints about work done by
the employee, the manager should frame
the conversation positively. Instead of
displaying irritation or yelling, the manager
can calmly gather the facts and listen openly. The manager can then thank the employee for bringing the information and
then include the employee in the solution,
sharing suggestions as well as soliciting the
employee’s ideas.

A manager can make a few simple behavioral changes to foster an environment of
open communication:



The manager’s response when an employee
brings a problem and offers a solution is
that the company has tried that action before and “it didn’t work.”



The manager has developed a reputation
for hearing about ideas and problems and
then not addressing them.



Employees who have brought problems in
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Ask specific questions that show employees
the manager understands their role and will
also elicit more useful information.
Be clear and detailed in feedback on the
employee’s performance, in solutions to
any problems, and in setting goals for the
future.

Frame conversations positively. When
an employee relays bad news, a manager
should respond calmly and avoid accusations.

Give both positive and constructive feedback so that employees feel recognized at
the same time that they are learning how to
improve their performance.



An important part of communicating is
listening, which takes some practice. But employees will more likely communicate transparently with their manager
if their concerns are being listened to and
acknowledged.

Listen to employee’s concerns and ideas.

Finally, management can create a culture
that emphasizes open communication in
the following ways:



Pay attention to exit interviews,
consider criticisms and suggestions,
and incorporate them to improve
communication with current employees.



Be transparent. Employees will more
likely trust management and be open and
honest themselves if they believe their
manager is doing the same. For example, a
manager can share customer feedback
with employees. Also, if managers are
transparent with their employees in setting
expectations and giving feedback one-onone, employees will more likely be transparent right back.

Employees’ withholding of information can
hurt a company. If managers don’t know
there’s a problem, they can’t solve it. Employee secrecy can also reveal to managers
that they might need to work on how they
handle problems and that they might need
to improve their company’s culture. By
making both incremental and global improvements to create an environment of
open communication, managers can both
better address problems in the short term
and foster trust and creative problem solving in the long term.



Establish an open door policy. Of
course, this requires more than just saying

This content was developed for
the PHCC Educational Foundation by
TPO, Inc.(www.tpo-inc.com).

Step 3: Make Some Changes



Act. Managers shouldn’t ignore or dismiss a problem. When an employee
brings negative news, a manager can respond with a solution and make it clear to
employees that it is being carried out.

Meet individually with employees
each month. This doesn’t have to be
too long or formal, but it should be
substantive. A face-to-face meeting
rather than an e-mail or phone call will
make everything clearer and more
personalized and will give employees
a better sense that their manager is
listening. Also, during the meeting,
managers should:



If the problem took the manager by surprise, except for the subtle signs from employee behaviors, it’s probably time to
assess why there’s a communication problem and what can be done to solve it.

Here are a few reasons that employees
might be reluctant to share information
with their manager:



The key to creating a workplace in which
both good and bad information is welcome
is making employees more comfortable
coming to their manager.

Step 2: Address the Problem
After the manager has considered the signs
of a problem – a feeling that something is
wrong and the clear symptoms – it’s time
to address it. This can be the first step
toward creating a culture of more open
communication.

The manager has responded to employees’
information sharing angrily and unproductively.
If a manager has recognized that employees are not sharing negative information
because of an environment inhospitable to
communication, it’s time for the manager
to change behavior.

Finally, if managers examine their own or
other managers’ actions and realize that
employee problems haven’t been addressed
positively or at all in the past, that could
support a suspicion that employees are
hiding something.

your door is always open. Managers
should encourage employees to bring
problems to them and then respond
positively and constructively, take
action, and, if possible, keep the discussion confidential.

Newsleak

Page 6

Page 7

Newsleak

OSHA Confined Spaces Rule in Effect October 3rd
On May 4, 2015, OSHA issued a new standard
for construction work in confined spaces,
which will be effective starting October 3,
2015 (originally set to be effective on August
3rd but delayed until October). Confined spaces can present physical and atmospheric hazards On May 4, 2015, OSHA issued a new
standard for construction work in confined
spaces, which will be effective starting August
3, 2015. Confined spaces can present physical
and atmospheric hazards
Confined spaces – such as manholes, crawl
spaces, and tanks – are not designed for continuous occupancy and are difficult to exit in
the event of an emergency. People working in
confined spaces face life-threatening hazards
including toxic substances, electrocutions,
explosions, and asphyxiation.
The OSHA webpage at www.osha.gov/
confinedspaces/index.html contains information on the new regulation, compliance
assistance documents, and other resources
OSHA has to help employers and workers
understand the rule. OSHA will continue to
publish new guidance products in the coming
months, and will post them here. Please check
the website often for updates.
Construction workers often perform tasks in
confined spaces - work areas that (1) are large
enough for an employee to enter, (2) have
limited means of entry or exit, and (3) are not
designed for continuous occupancy. These
spaces can present physical and atmospheric
hazards that can be prevented if addressed
prior to entering the space to perform work.
This page is a starting point for finding information about these spaces, the hazards they
may present, and ways to safely work in them.

would be a generator running near the
entrance of a confined space causing a
buildup of carbon monoxide within the
space.

2.

Requiring a competent person to evaluate the work site and identify confined
spaces, including permit spaces.

3.

Requiring continuous atmospheric
monitoring whenever possible.

4.

Requiring continuous monitoring of
engulfment hazards. For example, when
workers are performing work in a storm
sewer, a storm upstream from the workers could cause flash flooding. An electronic sensor or observer posted upstream from the work site could alert
workers in the space at the first sign of
the hazard, giving the workers time to
evacuate the space safely.

5.

In addition, OSHA has added provisions to
the new rule that clarifies existing requirements in the General Industry standard.
These include:

1.

There are 5 key differences from the construction rule, and several areas where OSHA has
clarified existing requirements. The five new
requirements include:

1.

More detailed provisions requiring coordinated activities when there are multiple
employers at the worksite This will ensure hazards are not introduced into a
confined space by workers performing
tasks outside the space. An example
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Allowing for the suspension of a permit, instead of cancellation, in the event
of changes from the entry conditions
list on the permit or an unexpected
event requiring evacuation of the space.
The space must be returned to the entry
conditions listed on the permit before re
-entry.

2.

Requiring that employers who direct
workers to enter a space without using a
complete permit system prevent workers’ exposure to physical hazards
through elimination of the hazard or
isolation methods such as lockout/
tagout.
Requiring that employers who are relying on local emergency services for
emergency services arrange for responders to give the employer advance
notice if they will be unable to respond
for a period of time (because they are
responding to another emergency, at-

tending department-wide training, etc.).

3.

Requiring employers to provide training
in a language and vocabulary that the
worker understands.

Finally, several terms have been added to the
definitions for the construction rule, such as
"entry employer" to describe the employer
who directs workers to enter a space, and
"entry rescue", added to clarify the differences in the types of rescue employers can
use.
What to Do



Do not enter permit-required confined
spaces without being trained and without
having a permit to enter.



Review, understand and follow employer's procedures before entering permitrequired confined spaces and know how
and when to exit.



Before entry, identify any physical hazards.



Before and during entry, test and monitor for oxygen content, flammability,
toxicity or explosive hazards as necessary.



Use employer's fall protection, rescue,
air-monitoring, ventilation, lighting and
communication equipment according to
entry procedures.

Maintain contact at all times with a trained
attendant either visually, via phone, or by two
-way radio. This monitoring system enables
the attendant and entry supervisor to order
you to evacuate and to alert appropriately
trained rescue personnel to rescue entrants
when needed.
For more information on the new confined
space rule, visit the OSHA website at:
www.osha.gov/confinedspaces/faq.html
Or www.osha.gov/confinedspaces/
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Attract. Train. Retain. Gain.
Attracting & Training Top Industry Talent:
What Can You Do Now?
The projected worker shortage in the p-h-c industry is staggering. According to PHCC, the
trades will need 21 percent more plumbers and
21 percent more HVAC technicians by 2022 …
in addition to replacing workers who retire!
Many companies already are facing problems
finding qualified workers, and there are more
challenges to come. PHCC and the PHCC Educational Foundation have implemented a special
task force to assess ways p-h-c businesses can
attract, train, and retain the next generation of
skilled workers. In the meantime, here are some
suggestions on how you can develop the workforce you need … now and in the future.

or classroom assistance time.







ATTRACT
Things you can do in your area!



Share your passion with local schools: lead
a Career Day presentation and spark an
interest in a student who hadn’t considered
a plumbing or HVACR career; head a discussion on trade occupations at a PTA or
PTO meeting; establish a co-op plumbing
program in your local high school.



Talk with school officials about the importance of career and technical education.



Mentor students of all ages; start with your
local Scouting troops (Boy Scouts of
America offers merit trade badges, including plumbing, welding, drafting, and –
coming soon – HVAC; learn more
at www.meritbadge.org).







Invite students and young adults to
“shadow” you for a day to get a real-life
perspective of a “day in the life” of a p-h-c
professional.
Partner with your local community and
technical colleges on developing a shared
vision for student outcomes and collaborating on both curriculum and instructor training.
Bring industry partners into the conversation; work with manufacturers, wholesalers, etc. on establishing a relationship with
a school by donating equipment, materials,
Page 10





Educate your elected officials about the
critical need for Career and Technical
Education (CTE) and workforce program
funding; call their offices or write a letter.
Use social media. This popular marketing
platform is a great way to promote why
people should consider choosing the p-h-c
profession – education alternatives, solid
wages, comfortable living, contributions
to public health and safety, opportunities
for hands-on work, emerging high-tech
possibilities, etc. When possible, add photos and video for added impact.
Promote technology in the trade. Heightened energy efficiency standards have
dictated even more high-tech products and
tools in the industry, perfectly suited to
today’s young people.
Show career growth opportunities; the
construction industry not only presents
prospects for business management and
ownership but encompasses multiple career paths, such as accounting and marketing, even technical writing and law.
Support and tap into the PHCC Educational Foundation’s scholarship program, this
year awarding $77,500 in scholarships to
apprentices or students entering a course
of study directly related to the p-h-c industry.

TRAIN
The PHCC Educational Foundation has
proven tools designed to help contractors
train the next generation of skilled workers.
Put these resources to work for you:







A complete four-year series of plumbing
and HVACR textbooks (using Dept. of
Labor-approved curriculum); also available in eBook format.
A four-year plumbing and HVACR online
eLearning program designed for students
who cannot attend a traditional classroom
setting.
A series of plumbing assessment tests for

each year of apprenticeship in a traditional four-year program; also can be
used as an entry-level journeyman test.



Plumbing and HVACR competitions,
including SkillsUSA
(www.skillsusa.org) and the PHCC
Educational Foundation’s popular
apprentice contests at the annual CONNECT conference.



An instructor training program: the
HVACR & Mechanical Conference
for Education Professionals.
For more information, visit http://
foundation.phccweb.org/.

RETAIN
Once you recruit and train skilled workers, how do you keep them?



Make sure your company has the perfect system for employee development
and the right type of work environment to keep new and existing employees.



Serve your community … because
you’re a part of that community; get
involved in local charities and needs,
and model that commitment to your
employees.



Share your craft with the next generation, and pass on the traditions and
pride built in this trade!

WE ALL GAIN!
You have the power to keep our industry
strong, but you must get involved!
A little work goes a long way in protecting
you, your company, your family, your future. Start attracting and preparing the next
generation of skilled workers … today!
PHCC and the PHCC Educational Foundation can provide everything you need to get
started … plus watch for new strategies and
tools coming soon.
Visit www.phccweb.org, or email membership@naphcc.org to find out more about
PHCC!
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Metropolitan Washington Association of Plumbing-Heating-Cooling Contractors
President
Charlie Perkins, Beltsville Htg & AC
301-937-6700
cperkbhac@hotmail.com
1st Vice President
Al Luke, Jiffy Plumbing & Heating,
301-277-9111
alluke9111@gmail.com
2nd Vice President
Dave Warner, Real Plumbers
301-567-2001
realplumbers@earthlink.net
Secretary
RC Scott, Aztec Plbg & Htg
410-315-8558
Aztec-5@msn.com

Treasurer
Glenn King , G.R. King Plbg
301-982-537
grkingplumbing@comcast.net
Sergeant at Arms
John Barry, J.E. Barry Plg & Htg
301-583-0081
Past President
Bill Royston, All-Pro Services, Inc.
301-808-6800
MWPHCC Auxiliary
Marcia Shapiro, President
301-475-6760
Executive Director
Susan Northcutt
301-879-2912
susan@mwphcc.org

Board of Directors

Mark Crooks
Buckey Davis
Ray Handy
Steve Heidler
Buck Hudson
Otto Seidel
David Shapiro
Fred Werth
Carl Anderson
Eddie Grierson
John Jacobs
Gary Markle
Dick Rhodes

202-546-5500
202-288-6300
240-433-1300
410-268-7191
240-375-0185
202-397-7000
301-475-6760
301-864-1117
240-264-3600
301-772-1700
301-580-2227
202-421-6195
443-561-1692

To Contact PHCC - NA: 1-800-533-7694
or on the web at
www.phccweb.org

We’re on the web! Visit us at www.mwphcc.org or at www.facebook/MWPHCC

Dedicated to the promotion, advancement, education and training of the Industry, for the protection of our environment and the health, safety and comfort of society.

PHCC Mission

MWPHCC
1322 Gresham Road
Silver Spring, MD 20904–1436

