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Abstract 

Fifteen construction workers die by suicide every day nationwide. This statistic alone made it 

evident to the researchers’ organization that they could not take a passive role in reducing and 

preventing suicide in the workplace. The struggle was how to do this. There are organizations 

that researchers were able to learn from and receive guidance from, but it was found that there 

was no one size fits all program. Each organization is unique, and their needs reflect this.  

This research maps out how researchers organized this information and implemented suicide 

prevention efforts within their own organization. The intent is to show what this process looked 

like for the researchers’ organization so that others can follow some of the same steps and adapt 

them to their own organizational needs. 

 

1. Introduction 

Big-D Construction is a general contractor based out of Salt Lake City, Utah. There are 

approximately fifteen hundred employees we have offices around the country. This is a large 

multi-billion-dollar organization that uses these resources to provide great careers to its 

employees. Quarterly surveys are taken to gauge how employees feel about their workplace and 

a majority of the feedback is positive. The mission statement at Big-D is to be the most sought 

after, and according to these workplace surveys, that holds true among employees. Competitive 

pay, work-life balance, great benefits, and generous training opportunities all play a role in this 

work environment and culture at Big-D. With all of that being said, researchers found 

themselves asking the question of what we are missing. Why do we have employees who are 

facing challenges and experiencing crises that are leading them to take their own lives? 
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Figure 1. 

 

 

In February of 2020, the Cory Hampton was offered a full-time position at Big-D Construction 

at the completion of a six-month internship. Hampton was hired as an assistant safety 

superintendent. Prior to this position Hampton served in the United States Air Force and suicide 

prevention and resiliency training were routine. Hampton noticed similarities and shared risk 

factors between members of the armed services and those working in construction. To 

Hampton's surprise, these suicide prevention efforts, that had become engrained in day-to-day 

work, were not present in his new career. After hearing some of the suicide statistics in 

construction, program implementation became Hampton’s focus.  

Around the same time, in 2021, Big-D hired a new benefits coordinator, Marissa Gallegos, who 

was given the unspecific task of creating a company wellness program. Gallegos and Hampton 

connected and began their suicide prevention and mental health awareness implementation 

efforts. 

 

2.  Theory 

Knowing how to start implementing a suicide prevention program can be difficult, though other 

companies have done this successfully, there exists no step-by-step procedure. With a topic as 

significant as this, it is critical that an organization takes the time to plan and roll this out so 

that it can be easily received by the workforce. Through application researchers will discover 

and effective process for implementing suicide prevention and mental health awareness into the 

workplace. 
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3.  Methods 

Goals and vision 

The first step was to determine what the goals were for this implementation. The priority was 

to prevent suicide in the workplace and expand those efforts to the community in the future. 

Another goal was to provide a workplace where employees felt a level of comfort when 

approaching the topic of suicide. This had to include having peers approach them as well as 

reaching out for themselves. A final area of focus was determined to be employee resources. It 

is important to not only have resources available but to have employees know how to navigate 

them. 

To meet this goal, a multi-year plan was developed. Going into this it was clear that this plan 

would be subject to change but it would serve as a guideline. One of the concerns was rolling 

out too much, too fast, so the three-year plan helped to avoid that.  

 

Figure 2. 

2022 Solutions Created 

 

• Kick-off of Do-Good Feel Good 

• SharePoint Site Created 

• Mindfulness Mondays, Wellness Wednesdays, and Benefit 

Education News Publications 

• Own My Health Roll Out 

• Personal Wellness Coaches for Every Associate 

• Biometric Screenings and Medical Surveys 

• 357 Enrolled in the 1st Quarter 

• 60% Completed their Quarterly Goals 

• Shaping the Conversation 

• Presentations During Quarterly meetings and Superintendent 

Meetings 

• Presence in Superintendent Steering Committee 

• Monthly Toolbox Talks 

• Stoplight Poster and Resource Guide 

• This easy-to-use tool outlines what resources can be used based on 

the severity of the situation. 

• Creates an easy to understand visual to start a conversation.  

• New hire orientation and onboarding 

• Resources and information are being shared and distributed during 

the onboarding process. 

• Community involvement 

• Members of the Utah Suicide Prevention Coalition Workplace Work 

Group 

• KSL Speaking on Business Radio Airtime Sponsored by Salt Lake 

Chamber 

• Instructor training 
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• Mental Health First Aid (MHFA) Instructors (100% sponsored - $0 

Cost) 

• Question, Persuade, Refer (QPR) Instructors (100% sponsored - $0 

Cost) 

• Peer Support Group 

• Planned and Approved Peer Support Group 

• Sent out invites. 

• First peer support group meeting in August where we will conduct 

MHFA training. 

• Ongoing evaluations for measuring group success. 

Goals for 2023 • At least 2 QPR trainings will be conducted for managers 

(Executives, HSE, and Sr. Superintendents). 

• One will be offered for Utah offices and one for out-of-state. 

• Design and propose a mandatory training plan for both manager and 

field associates. 

• During suicide prevention month, we will offer 4 QPR trainings, 

doubling from the year prior. 

• Develop and implement a program audit that will allow us to analyze 

the program and make improvements as needed. 

• Continued Own My Health Engagement. 

• Continued Wellness Wednesdays, Mindfulness Mondays, and 

Benefit Education News Publications. 

• Resource Explanation Guide public and available. 

• Suicide Postvention Plan in place. 

• Make Resources available on public Big-D Sites for spouses and 

potential new hires.  

• New hire orientation hard hat sticker to be used as a QR code to our 

resource page. 

• Bi-Yearly Wellness Engagement Surveys. 

Goals for 2024 • All employees are participating in mandatory training. 

• Confidence and competence in approaching and assisting those with 

mental health challenges or suicidal thoughts. 

• Do Good Feel Good is another example of why Big-D is the most 

sought-after and leading industry. 

• Metric of positive impact on quality, production, and safety. 

 

4. Assessment 

It was evident that before a program could be implemented, it was important to identify which 

areas needed improvement. With the help of the Utah Suicide Prevention Coalition, Hampton 

and Gallegos were introduced to an assessment template built by the Construction Industry 

Alliance for Suicide Prevention. Not only did this help establish needs and starting points, but 

it also provided a baseline measure for Big-D Construction.  
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Below is a sample of Big-D’s initial assessment. In order to gain an accurate assessment, this 

was distributed to individuals at different levels of the organization, and the averages were 

recorded on the assessment below. 

 

Figure 3.  

Mental Health and Suicide Prevention for Construction Companies (nahb.org) 

  

 

4. Resources and Incident Management 

Like physical safety programs, the intent of the suicide prevention program is to take a proactive 

approach and prevent suicides in the workplace. It was discovered that before researchers could 

get to that point, some reactive and incident management steps had to take place first. 

The most known resource in construction companies is the organization's employee assistance 

plan (EAP). When talking to employees, it was discovered that few were familiar with EAP 

and its offerings. To better serve our employees, the EAP was assessed, and it was determined 

that there were more comprehensive options. These options included more available hours, 

virtual care, six free therapy sessions, guidance on picking providers, and no transfers when on 

the phone call. When vetting resources, including EAP, it is necessary to call these providers 

https://www.nahb.org/-/media/NAHB/advocacy/docs/legal-issues/construction-liability/trending-now/suicide-prevention-analysis-integration-checklist.pdf
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and understand what the expected wait times are, what services are offered, and how user-

friendly the services are. 

Researchers also determined it was important to have multiple mental health and suicide 

prevention resources to serve a wide range of employees and situations. Establishing and vetting 

these resources can be time-consuming but this is a vital step in providing resources that 

employees will use. 

At Big-D, the resources were tiered based on severity. To simplify these resources the resources 

were organized in a stop light system with green being the least severe and red being the most 

severe. The resources used included company specific such as the companies EAP, local 

resources such as SafeUT, and national resources like the suicide prevention hotline, 988. The 

company also reached out for supplemental resources, and we settled on Tava Health which 

provides free counseling sessions to employees and their families in addition to the ones 

provided through the EAP. 
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Figure 4. 
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Figure 5. 
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Figure 6. 
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After establishing and organizing these resources came the challenge of getting this information 

to our employees. Initially, posters were distributed to job sites, emails were sent out, and these 

resources were mentioned in the weekly toolbox talks. This was not sufficient, and spouses and 

family members were unable to access the company-specific website. To address this, we 

created a QR code that could be placed on hard hats and the link directs users to a website that 

can be accessed by employees, family members, and subcontractors. 

 

Figure 7. 

Wellness.big-d.com 

 

 

 

5. Training and coaching 

In searching for the training that would best meet the needs of our organization, we found three 

that were the best fit. First, Mental Health First Aid. This is an eight-hour course that trains 

participants in challenges and crises, how to recognize signs and symptoms, how to have 

conversations, and how to get the appropriate care. Marissa and Hampton became trainers and 

started hosting this course. The course is open to employees, family members, and trade 

partners. To this date, 120 people have been trained in Mental Health First Aid by the 

researchers. 

Employees enjoy the MHFA training, and it is efficient according to the post-training surveys, 

but its eight-hour length serves as a deterrent for many. Big-D brought on two other training 
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courses that are an hour and a half to two hours long. The first is, Question Persuade Refer 

Suicide Prevention (QPR). This course effectively demonstrates and allows participants to 

approach difficult conversations surrounding suicide and how to get someone help they may 

need. The final course introduced is VitalCog Suicide Prevention in the Construction Industry. 

This course is similar in its intent as QPR but uses construction-specific examples. For all of 

these courses, Marissa and Hampton are instructors. 

With two people, reach through the organization is limited so Hampton and Gallegos developed 

the Big-D Peer Support Group. This group is made up of Big-D employees from a variety of 

positions who help spread awareness and provide support for the many projects. This is in 

addition to their normal duties. To become a peer supporter an employee must express their 

willingness to participate in the group, complete the MHFA course, and sign a confidentiality 

agreement to protect those they may help. There are sixty peer supporters in the organization. 

This training effort serves to educate the workforce and prepare them to navigate conversations 

surrounding suicide. 

 

6. Wellness Program 

Prevention is the objective of the program implementation. To achieve this, it is important to 

take a proactive approach to wellness and encourage positive lifestyle choices. To do this, 

researchers started by partnering with Own My Health. Own My Health is a wellness platform 

that performs bio-metric screenings for employees to give them a baseline of their overall health 

and wellness. Employees are then paired with a personalized wellness coach who meets with 

them on a monthly or quarterly basis depending on their needs. Some of the areas of focus for 

these wellness coaches include physical health, mental well-being, stress management 

techniques, and mindfulness practices. There is a mobile app that is associated with this service 

in which employees view resources, check personal progress, and participate in monthly 

challenges to earn points. Participation in this program is optional for employees but Big-D 

motivates its employees to participate by doing quarterly prize drawings for those who 

participate. 

In the first year of the Own My Health management tool, 60% of the participants completed 

their quarterly goals. In the second year, this number rose to 73%. 

The next wellness initiative that Big-D utilizes is something called Wellness Wednesdays. This 

is a toolbox talk-styled bulletin that is distributed company-wide every Wednesday. The topics 

for this include financial wellness tips, stress management techniques, mindfulness strategies, 

self-care resources, etc. 

Another wellness tool offered to Big-D employees is Mind-co devices. This is a virtual reality 

headset that is used to immerse users into an environment that promotes stress relief and 

decompression. There are various exercises and therapy sessions available with this device. 
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7. Community Involvement 

Though the focus is suicide prevention within the organization, efforts are also made to impact 

the surrounding community. 

To do this, researchers are involved in and co-chair the Utah Suicide Prevention Coalition and 

Utah Suicide Prevention Workplace Workgroup. In partnership with these groups, Big-D is 

able to mentor and advise companies, in and out of the construction industry, that want to 

implement suicide prevention in the workplace.  

Hampton and Gallegos are often asked to speak at conferences and meetings on the topic of 

suicide prevention. Hampton and Gallegos work closely with the Live On campaign and the 

American Foundation for Suicide Prevention which allows the company to stay up to date on 

new and developing information and allows us opportunities to give back.  

In early 2023, researchers had the opportunity to visit the Utah State Capitol and meet with 

legislators to advocate for the construction industry on bills that affect mental health funding 

and resources in our community.   

 

8. Analysis 

Suicide prevention program implementation can seem to many, overwhelming or a large 

undertaking. If the proper planning and roll out is done, this task can be made much simpler. 

The financial impact can be lessened by reaching out to local and national suicide prevention 

agencies that have resources to sponsor and fund train the trainer courses and provide resources. 

Following the steps listed above; create goals and a vision, assess the needs of your 

organization, gather your resources, implement training and coaching strategies, develop 

employee wellness material, and become involved in your community, proven and effective 

strategy for researchers at Big-D Construction. 

An area that could have been improved is the position that introduces the program 

implementation. In Big-D, Hampton (Safety Director) and Gallegos (Sr. Benefits Specialist), 

were the driving force behind the program. This works but if the company leadership (CEO, 

CIO, etc.) led these initiatives, there likely would have been much more buy-in, earlier on. 

Suicide prevention programs must have support from leadership and executives to succeed. 

While researchers Big-D Construction had this support, the leadership team took a passive role 

in the program, and this contributed to a slower roll-out period. 

 

Conclusion 

Proper planning and strategy increase the effectiveness of program implementation. A 

successful approach to implementation is to create goals and a vision, assess the needs of your 

organization, gather your resources, implement training and coaching strategies, develop 

employee wellness material, and become involved in your community. 
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Further research is needed to see the effectiveness of these steps when implemented in other 

organizations. 


