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jollow rules, it is impractical 10 expect
that workers will comply.

Genceraily speaking—any rule that can
withstand an honest appraisal of its
worth is enforceable and is worthy of
respect. The comments made concerning
some of the shortcomings oi safety rules
are intended to point up some of the
gencral arcas of fault that contribute to
workers having a lack of respect for them.
Consequently, if you are finding a general
disregard for your plant’s rules—may 1
suggest that you take a hard look at them
to sec ii »ou find similar symptoms oi
weakness.

Another imporiant thing is to acquaint
employees with the nature of the rules
thcy are required to observe, in shori,
these guides to action must be sufficiently
publicized to make them part of the
“working knowledge™ of cvery employec.

\While the cducational approach will
lcad to the ebservance by a large segment
oif the work jorce, uniortunately, there is
always a small minority that will insist
upon violating rules. Thus, wkere edu-
cation {iails, supervision must be prepared
to take proper disciplinary action.

I believe that tke iollowing statement
—made by Emile ¥. du Pont oi the Du
Pont Company—sums up the whole story
concerning eniorcement of safety rules.

*We believe strongly in the philoso-

phy ot preventive safety rather than
fact rrection. We place

e consciousness is grad-
unlly dereloped among the entire
work force.”

This brings us to the all important prob-
lem of enjorcement znd discipline. If rules
are to be cnforced they must-—zs has been
said before—be clear and known by the em-
ployees. They must be fair and vndiscrimina-
tory—and they must be umiformly applied—
otherwise you may find them contested by
union representatives.

The need for acceptance of safety rules
by union representatives is mentioned be-
cause under the terms of some labor-man-
agement contracts a company ma)y find that
improper rules can become a bacis ior the
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aling of a grievance—or even uarbitradcm
Two examples will illustrate this point.

A union local in Trenton, New Jersey,
fled a grievance against management’s new
inaugurated rule which requir+d 100 per cent
compliance with an eve protection progran:
The iollowing statement is taken directly
irem a report that the union local made 0
its membership concerning the sutcome cf
action taken on the grievance :

*“The 10W% e)e prolection prugrun — the
hat imany areas In the plant
did not rvequlu: safety glu_ue Management
has a and have modified their program
ngly. The m.;s and jobs not required
to wear glasse. urchased parts cribs.
receiving dock: surage buliding. main stock
overhcad crane operators. stecl bay
* area, parts checker, tool room
aisles. waste material disposal operatiuns, car
washing activity and drivers not working in
production areas.”
“Managemcnt's unilateral nrcmulgahon o] g
su[zry rule presents an arbitrable grieral
on question brought against a company
by lhe Oil. Chemical and Atomic Work
Tmion an arbitrator said. ““The company
L\-ued a regulation, which the union chals
rec{mring all em oneea to wear hn-:!
hau and toe suards nr ny  argue
that it had the unquenJoned unilateral ru:h-
to establislhi reasonable
such as thase being challenged
contended thoat s.n!ety regulations inu»l\
special protective devices, which employ:

were xequlred 1o wear, constituted condiuo 3
of employmentufor which the union had been
reco

i
event that a job was des
in a manner with which the union
agree. The nrbuﬂtor held that althnugh the
employer ordinarily has the right to de:e-
mine for itself rules for protection am-
ployees, there are circumstances in which the
union may challenge the imposition of c=r-
tain t of rules a3 wecll as the reasonable.
particular rules and that the union's
resented an arbitrable

ment between the
and unlon involving inlerx\remucm
or alleged violation of contract.”

While T do not wish to imvade the subje:t
of disdplinc. there are a few precepts con
:-'mmg discipline that also may have a bc:-—
ing on the respect tendered ta safety rules.
Briefly they are:

Firs!: Disciplinary acticn under some la-
‘bor-management contracts may be subject to
arbitration. When such is the case—remem-
ber that an arbitrator may determine whethes
there was just cause for the discipline, and
also whether it was overly severe.

Second: The burden is usually yours to
prove that your rulings are proper—and that
the penalty given wasn’t too severe.

Third: Discipline and discharge are seri-
ous matters. ently, be sure to have
the answers to such questions as: “Did the
employee know he was v:olzung 2 rule?"—
*“Was his violation intentional?" and “\Were
previous violations condoned >

Fourth: Discipline must be the same for
bargaining and non-bargaining employees.

From the foregoing discussion, three basic
principles emerge as being the hasis for
creating and maintaining respect for safety
rules. They are:

1. The rules themselves = at
fault

2. Employees must be educated concerning
the needs for the rules—and the beneiits to
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be derived irom compliance with them.

3. When all else fails, enforcemen: and
discipline must be resorted to, but on an
equitable basis.

In summarizing this discussion, T would
like to stress that:

First—Safety rules are cssential o the
attainment of both production and :=afety
objectives.

Second—\Ways must be found to make
employees want to abide by safety rules.

Third—The rules must not be unrcason-
able or improper—ior if they are they won't
be respected or accepted by the workers—
and withcut arcepiance they are doomed to
{ailure.
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On of the too many ﬂ;mg, aggrevating
the world situation today is he differemt
interpretations applied 0
by wvarious persong or culiur
consider the term, “constructive discipline,”
with a ccmmon and single irnterpretation of
its meaning and implication.

First, let’s look to \Webster, wlho szys,

“Construct (verb) 1. To pu: tcgetker the
parts of something. Tc buiid. 2. To et in
order mentally, to arrange.

“Discipline—1. Training (to
Punishment-—(to punish). 3. Orderly
duct. Symonyms are—'educate, teach, chas-
tise and correct.”” .

Second, let's toss out there words and
concepts : punishment, to pusiisis cnd clastise.
They have no place in our philcsophy. We
are not running penal instituticns! We are
operating business organizations where we
are attempting to instruct cur employees
to perform their assigned duties to the best
of their ability and with tke least possible
hazard to themselves and their co-workers.

Third, now, let's look at what we have
left from \Webster's definitions:

1. To put tszeihier the pasts of sentet
To build

2. To se: in order mentally.

3. To arrange.

4. To train.

5. Orderly ccnduct.

6. Educutce, :zach and correct.

Fourtl:, irem these concepts, let's cun-
struct our definition of “Constructive Jisci-
pline”—{o arrcnge by cducating and cor-
recting lo moli-c{c our cmployees to conduct
themselics in an orderly fashion, both mien-
tally end plysiceily. -

What this means is that we must strive
to reach the minds of our employees and
move them to coniorm to the standards of
conduct as represented in tke Ford Moior
Co. saie practices rule books. This is not
always an easy matter, for a man is not
a simple crganism, like some of the lower
animals. A man can be very complex

He is what ke has lived. He is witat his
ancestors hove been.

Keeping this in mind, we must consider
that, just 25 no two individuals have identi-
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