


team who know (or are willing to learn) Spanish. These leaders have the responsibility to ensure that sub- b
ordinates can be properly trained and understood by management. 7 L \

Further, don’t make any assumptions about language ability on the part of your Hispanic leaders.
Recognize that many Latinos who have the job of interpreting may or may not be conveying the message
and mission properly. Some second and third generation Hispanics do not speak Spanish well. Before
you expect them to interpret, test them for actual proficiency.

Finally, consider English language training for Spanish-speaking people. Think strategically and
invest in quality language training for the right people—leaders or potential leaders—rather than
embarking on a poor quality program for the masses that has very little impact.

Labor
Common wisdom is that Hispanics are “very hard workers who don’t complain a lot.”
Less well understood is that Hispanics—just like other workers—desire and need to be
treated respectfully by their employers. How to achieve this despite language and cul-
tural difference will be addressed in subsequent articles.

Respect extends to developing language skills enough to communicate well and
maintain safety standards. A few years ago, a study showed that for every Anglo who
gets hurt on a construction job site, four Latinos are injured. (These numbers were
adjusted for population size.) The primary contributor was poor communication,
and therefore, inadequate safety training.

Because most of the safety regulations that exist in the United States are not
part of the Latino psyche, safety training (along with all training) with Latinos
must be consistent, compelling and culturally relevant.

Nothing compels Latinos like family. Effective safety training with Latinos is
typically based on responsibility and love of family. Further, ensure examples, sto-
ries and even safety bonus systems reach into the soul of the Latino person.

On another note, be very careful about recruiting and hiring a friends and
family network of employees. The danger is that if one person (who might be the
leader of the group) gets upset with the organization and leaves, it is possible to have
a mass exodus. Also, if this person moves into leadership position, he may end up
needing to lead family members, which can be quite difficult.

Look for more detail on these issues in the next article that will address
recruiting and hiring of the Latino workforce.

continued on page 18

What's in a Name?

Individuals living in Colombia, Mexico, Argentina, or any other Latin American
country rarely refer to themselves as “Hispanic” or “Latino.” Rather, they are
Colombians, Mexicans, Argentineans, or something similar. Hispanic is a classifi-
cation created by the Nixon Administration in 1972 for individuals who originate
from one of 20 different countries and have the Spanish language as their base of
commonality.

Is there value in lumping Spanish-speaking people coming together under one
banner? Perhaps, but it is similar to the value of putting Americans, Brits, Australians,
and South Africans living in Russia together in a single category of “Englicans.”

The point is that to succeed with Hispanics, first and foremost recognize that
they are reached and respected through a deep understanding of who they are and
where they are from. Where they are from, to a great extent, dictates who they are.
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Population Basics

Every year the U.S. population grows by about 2.5 million. For the past
several years, 1.2 million—or 45% — of these people have been Hispanic.
Some of them are here illegally.

Each day, Immigration and Customs Enforcement stops about 3,000
people trying to illegally cross the U.S./Mexican border, but another 1,000
make it. There are also workers who overstay their visas.

Still, a majority of Latino population increase is home grown, with
800,000 children of Hispanic descent born annually in the United
States. Combine high fertility rates with a younger populace—averag-

ing 26 years to Anglo’s 39—and you can easily see that this growth
trend will continue.

How many of these Latinos will speak Spanish and maintain
Latino customs and culture remains to be seen. Most likely, the
answer will depend on how well Latinos address the issues of cul-
ture and assimilation on a national scale.

Presently, according to Pew Hispanic Research, 52% of Lati-
nos who are naturalized citizens speak English well or pretty well;
whereas 74% of non-citizens speak only a little or no English at all.
In total, only about 20% of Latinos in the United States do not speak
Spanish well.

continued from page 17

Leadership

Picture a contractor where the management team neither speaks
Spanish nor understands the Latino culture or mindset. Picture this
same contractor with a Latino workforce that does not speak English
or understand the American business culture. Now, picture this same
contractor with foremen and supervisors who are in these positions
primarily because they are bilingual.

Unfortunately, speaking a language does not make one a leader.
Many Hispanics have seen very poor leadership models in Latin
America and need structured exposure to the U.S. leadership culture.
Ensure that any foreman or supervisor on your team gets to that posi-
tion based on leadership skills and character, rather than on language
ability. Language can be trained. The other traits are more difficult to
instill. M

Ricardo Gonzalez is founder and executive director of Bilingual America,
a language and cultural leadership training institute. To learn more about
how to deal with language and cultural issues in the workplace, contact
him through his website at www.bilingualamerica.com, by email at
rgonzalez@bilingualamerica.com, or via telephone at 1-888-850-1555.
E-mail Gonzéalez for a free copy of a book entitled How to Really Learn
Spanish to help you to understand what works and what doesn’t in
language training. Sessions at the 2008 Partners in Progress Conference
included a Future Leaders Roundtable and Recruiting, Retaining and
Motivating Your Workforce. Download and review the presentations at
pinp.org/smiw/schedule08.cfm.
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logether, SMACNA and SMWIA can work
wonders on legisiative issues.

By Cari B. Clark

hen Indiana legislators tried to repeal the state’s

prevailing wage act, signatory SMACNA contrac-

tors decided they could no longer take a secondary

role in politics. They joined forces with SMWIA to do some-
thing about it.

“Contractors actually shut down their jobs and brought
their workers to the state capitol one day to protest,” says Jay
Potesta, business manager and financial secretary/treasurer of
SMWIA Local 20.

“It takes time and hard work to get legislation favorable
to the sheet metal industry through the political process, but
it’s also rewarding and increasingly important,” says Phil
Gillespie, executive director of SMACNA Central Indiana,
Lafayette and Ft. Wayne Area Sheet Metal Contractors Asso-
ciation.

Later, Indiana contractors and SMWIA members com-
bined efforts with the NEMI research department and con-
vinced the Indiana senate to include HVAC expertise on a
state air quality board.

“In the end, they amended the bill to include a building
contractor with experience in air flow systems and a member
of a labor organization whose members install, service, eval-
uate, and balance HVAC,” Potesta says.

The partnership’s most recent effort resulted in a law
requiring that indoor air quality tests be conducted by profes-
sional engineers, industrial hygenists, or certified TABB
supervisors or technicians. “Accomplishing something like
this takes long-term commitment. It took two years—two leg-
islative sessions—to become law,” Gillespie says.

To assist in their efforts, Indiana’s union sheet metal
industry created the “Facts and Figures” campaign. It
involved commissioning original photography of mammoth

projects during the 2007 construction season and using those
photos on a series of cards and two websites:
indianafacts.com and indianatruestory.com.

These resources provide data about important legislative
issues, such as the common construction wage, project labor
agreements, indoor air quality, and apprenticeship training.
“The cards—together with the websites—convey a consistent
and powerful message,” Gillespie says.

Just the right size to fit inside a legislator’s jacket pock-
et, the cards contain talking points that are brief and to the
point. Each message is matched with a visually powerful pho-
tograph. “They have helped us take the lead on issues, such as
indoor air quality,” Potesta says.

Indiana isn’t the only place where SMACNA and the
SMWIA are working together on legislative issues. In New
Mexico, representatives from SMACNA, NECA, and MCA
meet to discuss issues. “The key to effective lobbying is to
create partnerships with members of all building trade asso-
ciations in the state,” says David McCoy, executive director of
the New Mexico Sheet Metal Contractors Association.

“What we do is generated by need or situation,” McCoy
adds. “We discuss the best ways to deal with problems. We
might choose to lobby for legislation or simply work to
change state rules and regulations.”

Recent efforts in the state have focused on prompt pay, or
retainage. When original legislation was passed, it was
intended to limit the withholding of monies due to contractors
in case of a dispute.

In 2005, when contractors still were not always being
paid on time, the team supported legislation that put disput-
ed funds into an interest-bearing escrow account, with the

continued on page 20
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continued from page 19
interest going to the contractor. According to McCoy, that
stopped retainage.

Two years later, the accounts had become a financial
hassle, and the New Mexico banking industry
wanted to introduce a legislation to completely
repeal the prompt payment legislation. “I was
able to work with them to write a new bill that
prohibited retention on all construction,”
McCoy says. This bill passed.

As McCoy experienced, knowing which
issues are coming before the legislature is vital.
He encourages chapters and locals to check the
Internet for state legislature session calendars,
pending legislation, and even town hall meet-
ings. NMSMCA’s website even offers a link to the New
Mexico legislature’s website.

Another tool for success in the political arena is
trust, Potesta says. “Invite legislators to SMACNA events
and Local meetings. If you have a labor management
committee, sponsor a Legislators’ Appreciation
dinner. Once legislators get to know—and
trust—you, they are usually eager
to help with your concerns.”

“Above all,” Potesta says,
“labor and management must work
together. None of these things could
have been accomplished by either
side alone. We had to do it together.” B

Clark is a freelance writer based in Spring-
field, Va. Phil Gillespie, Jay Potesta, and
David McCoy presented their ideas about = 'j:__ -
partnering on legislative issues at the 2008
Partners in Progress Conference held in Las
Vegas. Download and review their presentations
at pinp.org/smiw/schedule08.cfm.
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