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“I'have had journeymen tell me that they do not work with me
because | am a female. | have spent the whole day sweeping while my
male counterparts were learning skills and trades. | have been
unemployed consistently because | am a female.” (Black woman)

Executive Summary

Harassment and discrimination on construction
job sites create hostile work environments that
negatively impact safety, productivity, and
retention of a skilled workforce. These
challenges disproportionately harm women,
Black, Indigenous and other people of color
(BIPOC) in the Construction industry. Positive
jobsite culture, which provides a workplace free
from harassment and discrimination, is good for
the industry’s long term success and
sustainability: it minimizes work stoppages and
lost time, improves performance, supports safety
protocols, enhances employee engagement,
supports retention of a skilled workforce,
increases health and wellness of workers and
increases overall productivity.

One critical gap in this work is understanding the most
effective tools to cultivate a respectful workplace, safe
from hate, racism, sexism, discrimination, harassment,
and bullying, where all workers are safe, respected and
have dignity at work and in the construction industry.

These recommendations are meant to be a clear catalyst for action. jobsite

culture change can only occur if industry leaders such as contractors, trade associations, labor, public and private
owners and apprenticeship programs address it head on. Formal, consistent and widespread training is an
important step. The Committee encourages all readers to consider how their organization will take action today to
adopt and implement one of the above trainings on their jobsites and with their constituents. Our hope is that this
set of recommendations is the first step toward building a regional effort that will truly impact and improve
jobsite culture in construction for the region. This initial research should inform an ongoing community of
practice that includes accountability to take action.

The ultimate goal will be to make workplace inclusivity the norm. If you are interested in joining this work, please
contact Kelly Haines for more information on how to get involved and make a difference:

khaines@worksystems.org


mailto:khaines@worksystems.org

“Il would be left alone to do
a job with no instructions
with a lot of expectations. |
would tell them | needed
instructions and they
would just ignore me. Now
| just do whatever | am
told, even if | don't know
how to.” (Latino man)



Introduction

Harassment and discrimination on construction
job sites create hostile work environments that
negatively impact safety, productivity, and
retention of a skilled workforce. These
challenges disproportionately harm women,
Black, Indigenous and other people of color
(BIPOC) in the Construction industry. Positive
jobsite culture, which provides a workplace free
from harassment and discrimination, is good for
the industry’s long term success and
sustainability: it minimizes work stoppages and
lost time, improves performance, supports safety
protocols, enhances employee engagement,
supports retention of a skilled workforce,
increases health and wellness of workers and
increases overall productivity.

Diversity, equity and inclusion are multi-faceted
issues that need to be tackled holistically to
better engage and support all workers in the
industry, and in particular those who have been
historically excluded and marginalized, such as
women and BIPOC. The construction industry
has historically struggled to recruit and retain
skilled workers from diverse backgrounds. A
major factor in poor apprenticeship completion
rates, particularly with women and people of
color, is witnessing or experiencing harassment
and/or discrimination on the worksite.

Percent of Apprentices Experiencing
Harassment or Discrimination, by
Race and Gender
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A recent PSU study surveying State-registered
apprentices found clear evidence of prevalent
harassment and discrimination in the field. This
study also found that experiencing harassment
and discrimination negatively impact workers’
completion rates.




In an industry with high employee turnover
that struggles to recruit skilled workers,
companies with a positive worksite culture
will achieve a competitive edge in the quality
and depth of their employee pool.
Furthermore, safety, a top industry priority,
can be strengthened through a positive
worksite culture by promoting inclusiveness
and trust. Documentation illustrates that
accidents are more likely to occur when
workers do not feel integrated into the
workplace culture. Feeling threatened at
work can cause significant work stress,
which not only makes the workplace unsafe
and increases risk for injury, it can also
result in long-term negative mental and
physical health outcomes. For this reason,
the National Institute for Occupational Safety
and Health (NIOSH) recognizes psychosocial
safety as a key contributor to worker well-
being and an important focus of the Total
Worker Health® approach. From
recruitment and retention to safety and
productivity, an investment in a positive
worksite culture is a smart business
decision.

This needs to be addressed across the
industry: workers often interact with various
trades, work on different jobsites and for
different employers throughout their
careers. If there is not a level of consistency
and recognition of a high standard of
behavior, efforts will struggle to have lasting
impact. Similar to safety protocols on
jobsites, the culture of a respectful
workplace needs to be clearly understood
and upheld everywhere.

One critical gap in this work is
understanding the most effective tools to
cultivate a respectful workplace, safe from
hate, racism, sexism, discrimination,
harassment, and bullying, where all workers
are safe, respected and have dignity at work
and in the construction industry.

To address this need, Oregon Tradeswomen,
Worksystems, and Metro formed a
Committee to review and evaluate the
emerging respectful workplace models that
have demonstrated promising outcomes to
date. Through a participatory process with
the Review Committee, we have developed a
comprehensive evaluation for each of the
models to share regionally to industry
stakeholders and both public and private
owners, with the ultimate goal of
implementing the most effective model(s) on
our region’s construction jobsites, and
increase the retention of skilled, diverse
workers.

The Committee met over Summer 2020 to
review each of the models. In September
2020 we summarized our collective scoring
of each, followed by an industry convening in
the Fall 2020 to communicate our findings
and recommendations. This convening asked
attendees to commit to acting on adoption
and implementation of a training model with
their constituents and on their jobsites.

After reviewing each of the models described
below, the Committee is recommending two
models that the region should adopt and
implement across the Construction industry:
Green Dot and RISE Up. Both of these
models demonstrated many attributes of
jobsite training that the Committee used to
measure the potential effectiveness,
accessibility and scalability of a training
model for the region.



“I' had graffiti, [n-word,] written on

my ladder. Sometimes they would

steal my ladder and hide it.” (Black
man)



Why we recommend Green
Dot and RISE Up

WHAT'5 YI]lIH\

GREEN
0oT?

The Green Dot concept
is easy to visualize: a
negative event is a “red
dot,” and every choice
to be proactive as a
bystander is
categorized as a “new
behavior” and thus a
“Green Dot.” Individual
decisions (green dots)
group together to
create larger change
and translates directly
to culture change on
worksites.

After reviewing the four models described in Appendix A, the Committee
strongly recommends Green Dot and RISE Up as the most promising for the
industry in the region.

Green Dot

The Green Dot Bystander Intervention training is based on a model that has been
applied in school, community, and military settings and has trained over 600,000
individuals. The Construction specific curriculum was first designed in
partnership with Alteristic in 2015 in Portland, Oregon. The design process
included deep focus groups made up of women, people of color, General
contractors, apprentices, journey level workers and other stakeholders all
informing the approach and what aspects of the trades were critical to take into
account when applying the Green Dot program to this industry.

The Committee was impressed with many attributes of this training. Alteristic
was the organization with the longest history and experience with prevention
and culture change work. Green Dot for construction has the potential to go
national as a model, given its proven history of scaling training on college
campuses, the military and the Forest Service. Alteristic has a deep
understanding, based in research and evaluation, of what it takes to truly shift
behavior real-time in a workplace based on best practices in culture change
work. They are well known across the country as experts in harassment
prevention approaches. The adaptation of Green Dot for the Trades was
developed in Portland by real construction workers and contractors.
Additionally, the model is user friendly and accessible. It includes addressing real
issues head on directly on the jobsite, it is well-structured with a variety of
modules such as toolbox talks and longer trainings for influencers of the jobsite
culture. The Green Dot concept is easy to visualize: a negative event is a “red dot,”
and every choice to be proactive as a bystander is categorized as a “new
behavior” and thus a “Green Dot.” Individual decisions (green dots) group
together to create larger change and translates directly to culture change on
worksites.

Lastly, preliminary evaluation conducted by Portland State University on the
Multnomah County Central Courthouse (MCCCH) jobsite that piloted Green Dot
proves that the training does improve the jobsite culture. In that way, this model
presents real promise. None of the other models have yet been evaluated for
effectiveness, but Green Dot has a history of ongoing evaluation, adaptation, and
improvement. This pilot project shows that the model has demonstrated
measured improvement and therefore is a model that has the potential to make
real impact in addressing jobsite culture in construction.


https://alteristic.org/services/green-dot/

RISE Up

The Committee also strongly recommends RISE Up, which has many
similar positive aspects. As with Green Dot, RISE Up uses a bystander
intervention model to prevent bullying and harassment. The program
was also developed through in-depth focus groups of women and
minorities in the trades locally in the Seattle area. It is a program that
was created by ANEW, a local community-based pre-apprenticeship
program, who also administers the program and trainings.
Additionally, RISE Up is currently going through an evaluation process
with Portland State University: evaluation of its effectiveness should be
available within the next year or so. It also uses a variety of modules
such as employee orientations, tool box talks, and manager training,
making the curriculum easily accessible to all workers throughout the
organization.

RISE Up has additional aspects the Committee found to be more
comprehensive as an overall package. This includes marketing and
jobsite materials, mentorship programs, organizational assessments, a
Jobsite Team creation, and a 3 party incident reporting service.

RISE Up has been scaled in the Seattle area with public owners such as
the City of Seattle and Sound Transit requiring it on their jobsites.
ANEW has worked with these project owners to cater the program
branding as well as customize the trainings to fit their agency needs.
Lastly, RISE Up is actively being explored for adoption by industry
leaders and has a business model structured to expand quickly. AGC
Washington is looking to adopt for their members as well as other
chapters across the country. Through an “affiliate” model, RISE Up is
willing to train and designate local providers to administer the training
locally.

The Committee felt that the RISE Up model achieved the most desired
elements: It is scalable, clearly outlines the costs to participate, is open
to tailoring and customization, covered more breadth of subjects and
resources beyond the training, was created by a community partner
invested in diversifying the trades, is specific for construction and is
already being used in Seattle, includes clear policy influence and was
originally developed by those most impacted by jobsite culture.

RISE

respect inclusion safety equity

Through an
“affiliate” model,
RISE Up is willing
to train and
designate local
providers to
administer the
training locally.


https://anewaop.org/respect-inclusion-safety-equity/

Background: Response, Intervention,

Prevention

When we think of addressing harassment, discrimination, hazing, and bullying, there are

three levels of action needed to create significant change: response, intervention, and

prevention. These three levels interact with and depend on one another but require

different approaches and skill sets. The most effective strategies to create respectful

workplaces will include elements at all three levels.

Response

Response actions take place after an event has
occurred. These actions are the most
frequently discussed and utilized when
addressing inappropriate behaviors in the
workplace. Zero tolerance policies,
procedures, and investigation processes are
all response actions. Response predominantly
resides in the area of legal requirements and
risk analysis for companies and project
owners. This is also the level at which support
and services are offered to individuals who
have been harmed by inappropriate and
violent behaviors. Individuals who are
causing harm may be held accountable at this
level. The primary goal of response is to
have consequences and accountability for
those creating harm. Having appropriate
response policies and procedures also
communicates to those being harmed that
reporting will result in something being done
to ensure negative behaviors do not continue.
When the third level of action, prevention, is
effective and in its beginning stages, there will
be an increase in reporting and response
needs. Without appropriate response actions,
intervention and prevention will become
ineffective because individuals will not
believe there is authentic desire from
leadership for change. However, without
intervention and prevention, response also
becomes ineffective because these systems
are unable to response effectively to all
behaviors that create unwelcoming and
hostile work environments.
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Intervention

Intervention actions take place during an event. The
second level of action is the middle ground and creates
a bridge between response and prevention. At the
intervention level you have policy interventions and
cultural/personal interventions. Intervention actions
are meant to stop harmful behavior while it is
happening (or soon after) and to begin to mitigate any
effects of that behavior. Policy interventions at this
level include mandated reporting, hotlines, education
about legally unacceptable behavior, and issue
awareness. Intervention from a policy perspective
stops behavior and begins the process of engaging in
response actions.

Cultural and personal interventions focus on the
interactions between individuals by building the skills
and knowledge of workers to participate in putting a
stop to any harmful behavior they witness. Common
trainings for this are bystander intervention,
workplace civility training, conflict resolutions, de-
escalation. While these types of trainings may be
mandatory, it is difficult to enforce the mandatory
nature of cultural and personal interventions.
Individuals must be willing to intervene when they
witness harmful behavior and that motivation cannot
be externally forced- each person will conduct a risk
assessment for themselves and others in a situation
before acting. They will have their own barriers and
concerns regarding taking action. Training at this level
is meant to teach skills, increase confidence, and build
buy-in so that when confronted with harmful behavior,
an individual is more likely to overcome any barriers
to intervening and will take action. Cultural and
personal interventions begin the process of
cultural shifts that will lead to prevention actions.



o

Prevention

Prevention actions take place before an event. This third level of action is focused on
shifting the culture and creating an environment where it is clear to everyone at all
levels, that harassment, discrimination, hazing and bullying are unacceptable.
Prevention is focused on ensuring that harmful behavior does not occur in the first
place. This level of action is taken through interpersonal interactions and through
non-verbal communication of individuals and the environment. Prevention can be
reinforced by policies but is primarily enacted through individual actions and
behaviors that create a safe, welcoming, and inclusive workplace. Content that
promotes prevention raises awareness of unacceptable and offensive behaviors and
encourages proactive behaviors and sets a tone for how individuals interact in the
work environment. Training and content can include topics like proactive behaviors,
some anti-racism and anti-sexism training, and rewarding innovation and activities
that support respectful workplace culture. This level of action is aimed at
changing the minds, heart and, ultimately, the values of individuals. Prevention
requires the most investment and ongoing efforts. It is a long term strategy that is
reinforced through simple, daily actions at all levels as well as large actions and
campaigns. Prevention is change lived on a daily basis.
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Method

When reviewing each of the Respectful Workplace Models, the Committee used

ten elements to measure effectiveness, usability, accessibility and scalability.
The Committee sent questions ahead of time to each organization, and then received a scheduled
presentation by the providers followed by Q and A and review of any background information. Based
on those presentations and information, each committee member used a rubric to “score” each
model. The Committee scores were then compiled and used to guide final group discussion to
determine the Committee’s final recommendations. Below is a chart of the scoring elements, along

with brief descriptions and how each model stacked up.

Positive
Jobsit Be More
RESPECTFUL WORKPLACE MODEL REVIEW- EVALUATION METRICS C(l’l]tsul‘i thana |Green Dot| RISE Up
. . Bystander
Training

INDUSTRY RELEVANCE AND AWARENESS

Training partner currently has demonstrated ties within the building construction trades,
public entities, construction companies, apprenticeship training programs, unions and
community-based organizations. These industry partnerships have directly informed training
curriculum.

TRAINING CONTENT

Training employs a multifaceted and comprehensive training strategy to reduce rates of
harassment and violence on worksites. Gives guidance and tools on how to create an inclusive
culture in the construction industry that was directly informed by industry partners.

STYLE AND TONE

Presents training clearly, concisely, and effectively. Presents information in well-organized,
coherent way. Connects all topics and touchpoints in logical manner. Audience can easily
follow flow of reasoning.

TRAINER CERTIFICATION

Training is scalable in different regions through a train the trainer model that certifies
different training organizations. There is a scalable approval process to become a certified
training entity that is accessible, efficient, transparent and robust. Prioritizes participation of
culturally specific training providers.

ORGANIZATIONAL ASSESSMENT AND SUPPORT

Program design provides assessment and technical assistance to organizations who wish to
ensure their standards, codes of conduct and policies are inclusive. This could include
personnel policy, application process, interview question review, organizational policies, etc.

ADAPTABILITY/CUSTOMIZATION

Training program has a variety of training modules to reach all audiences that can include a
full day training, half day training, tool box talks and continuing education in a manner that is
easy to use for different sized organizations and effectively trains all levels of the organization
from Owner to Apprentice.

PROGRAM EVALUATION

Program has a process in place to periodically evaluate results and incorporate learnings into
the program such as pre- and post- job surveys or annual employee surveys regarding
improvements in jobsite culture. Results are then evaluated to measure effectiveness.

RECOGNITION OF COMPLETION STRUCTURE

There is a recognition of completion for individuals that are trained that could be recognized
broadly by the construction industry. Multi-tiered depending on which modules have been
completed. Similar to OSHA training program: structure where individuals get credit for
trainings to demonstrate competence. Program has the ability to articulate a clear tie to
ongoing professional development.

COST

Different levels of cost allow for both small and large organizations to participate, cost is easy
to understand and transparent. Business model and cost structure should be sustainable and
allow for ongoing training and development in the region.

N/A

POLICY INFLUENCE

There is clear connection to regional policy efforts and strategies to address and improve
jobsite culture, i.e. Training Program can either be required or provides credit on job sites
with employers and owners.

12



SKANSKA

Beyond training: What else is needed
This Committee researched emerging Respectful Workplace Models to inform how our
region can take action now to implement and scale critical trainings throughout the industry
to address hostility, racism and sexism in the trades. Similar to safety standards, jobsite
culture cannot change without an intentional shift made by all industry leaders to
ensure that the workforce is empowered with the tools and resources these trainings
can provide. Throughout the evaluation process, however, the Committee continually
named other critical pieces of this work that need to be acknowledged. Although training is
important and was the primary focus of this effort, it is only one piece and should be
accompanied with a multi-pronged set of strategies that reinforce the overall goall.

Ombuds: To ensure enforcement of respectful workplace policies, we advocate for the
creation of a statewide ombuds office tasked with informally evaluating workplaces in the
construction trades within Oregon. The ombuds would be responsible for promoting and
evaluating respectful worksites and for reducing associated opportunity gaps within the
construction trades in Oregon.

Accountability, enforcement and transparency: In order to truly change behavior on jobsites,
it is critical that those who have the authority to address jobsite issues, such as Owners and
Contractors, have explicit protocols that are well understood, upheld, and acted upon when
incidences occur and that there is a system in place for reporting and analyzing any
incidences.

Standardization of training re: OSHA The Committee recommends implementation of a new
standard with Oregon OSHA to advance a requirement for training and certification of
“respectful workplaces/by-stander intervention/harassment and bullying prevention” for
the Oregon construction workforce, much as OHSA 10 certification has become a standard
for every construction jobsite in America.

Ongoing evaluation of model: Ongoing evaluation of the model is critical in order to continue
to understand which programs and approaches are most effective in changing jobsite
culture.

! A more detailed discussion can be found in Appendix B.
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Next Steps

These recommendations are meant to be a clear catalyst for action. jobsite
culture change can only occur if industry leaders such as contractors, trade associations, labor, public
and private owners and apprenticeship programs address it head on. Formal, consistent and
widespread training is an important step. The Committee encourages all readers to consider how
their organization will take action today to adopt and implement one of the above trainings on their
jobsites and with their constituents. Our hope is that this set of recommendations is the first step
toward building a regional effort that will truly impact and improve jobsite culture in construction for
the region. This initial research should inform an ongoing community of practice that includes
accountability to take action.

Efforts to change workplace culture can be strengthened by an ongoing table comprised of
organizations committed to this common goal. While not regulatory like an ombuds office, it would
require shared dedication among its members to lead by example. This is already underway with the
“Safe from Hate” pledge! created by many unions and contractors and building out that table with
industry leaders who are declaring their commitment to real jobsite culture change. Typically
spearheaded by a handful of trade unions, construction companies, and other pertinent organizations,
an alliance would be invested in actively moving forward the respectful workplace agenda and serve
as a model that other organizations would aspire toward. Over time, the group can build initiatives
geared toward spreading awareness around respectful workplace culture, scale tools and trainings,
act as a resource for other organizations within the industry, and develop certifications (or OSHA’s
standards, if applicable) that recognize organizations as safe, inclusive, and respectful for all. The
group may choose to expand by bringing member organizations into the fold, potentially via a
commitment sign-on, which could further help scale and sustain the effort. The ultimate goal will be
to make workplace inclusivity the norm. If you are interested in joining this work, please contact
Kelly Haines for more information on how to get involved and make a difference:
khaines@worksystems.org

Regional Industry Scale training  Ongoing
Convening Commitment  acrossregion implementation

g

<™ X

20 arasam
Regional Convening “Safe from Hate” pledge Connect employers and Safe from Hate Coalition,
October 1%t to share out  created by many unions, other partners to Green made up of pledge
and discuss the research  contractors, and trade Dot, RISEUp, or other signers, work together to
and recommendations. associations declaring equivalent trainings to implement their

their commitmenttoreal  implement on their commitments, including

jobsite culture change. jobsites and within their training, and provide an

organizatiions. ongoing community of

practice and a venue for
accountability.


mailto:khaines@worksystems.org

Appendix A

Description of Models

Pacific Northwest Carpenters Institute: Positive Jobsite Culture Training
Positive jobsite culture highlights the differences between workers and shows
the impact that bullying and hazing can have on individuals. It provides some
necessary tools to understand how to react in those situations. It promotes an
understanding of positive jobsite culture, provides awareness about barriers to
more efficient and safe jobsites. Topics include: hazing and bullying, safety and
productivity, suicide awareness, and bystander intervention. The training is two
hours.
Benefits

e Local, Portland construction industry driven development

e Complementary foundational training to other programs

e Strong foundational and awareness training
Challenges

e Not prevention and culture change focused

e (Curriculum would need to be adapted to be more broadly applicable

across the trades

e No current structure or plan for bringing to scale
Contact:
Michael Hawes
Executive Director
Pacific Northwest Carpenters Institute
Positive Jobsite Culture Training
(503) 688 -4264
mikehawes@pnci.org

BC Women in the Trades: Be more than a Bystander

This model highlights important work being developed in Canada. Through a
partnership with the BC Center for Women in the Trades, the BC Building Trades
and others, it is a model that primarily focuses on addressing gender-based
violence and is exclusively intended for people who identify as male. The
structure of the training is a three-day intensive session, developed by the Ending
Violence Association of BC (EVA BC) led by the BC Lions football players. It is
based on empowering men to speak up, to intervene and to learn how to become
change agents on the jobsite whenever they witness gender-based violence.

15


https://static1.squarespace.com/static/5a44380ea803bb80683523de/t/5e6055c16a3011641bf8a2d0/1583371720455/PNCI_PJCFlyer+%281%29.pdf
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This model has received very positive feedback from all participants and has grown in
demand in the BC area. In their experience, including professional athletes as facilitators
has proven to be an effective way to build trust, connect and communicate with men in the
construction trades. They are now working to expand this work into a Just Workplace
training, which will be expanded to jobsite and broader workforce trainings, with a
continued primary focus on gender equity.
The Committee learned a lot when hearing about this model and appreciated the deep
work being done in BC.
Benefits

e (lear tie to regional construction industry and leadership

e Enthusiastic positive feedback from those who participate in training and a

growing demand
e Thoroughly developed in partnership with EVA BC

Challenges
e Only focuses on gender-based violence and only training male-identified
individuals and does not include all facets of diversity
e Requires professional athletes which could be too cost prohibitive at this time in
the local region
e No clear scaling model to expand to other regions at this point
o No independent evaluation at this point
Contact:
Nina Hansen
Executive Director
BC CENTRE FOR WOMEN IN THE TRADES
Be More than A Bystander
604) 839-5777
Nina@bccwitt.ca

Alteristic: Green Dot
Green Dot is a primary prevention program that is based in research about how to create
significant and long-lasting culture change to reduce rates of hazing, harassment and
bullying. This model uses bystander intervention training that engages witnesses to
interrupt problematic situations, increase self-efficacy, and provide skill building and
specific strategies to increase the likelihood that trained individuals will actually
intervene. Green Dot also expands the role of bystanders beyond reactive, it also trains
participants to engage in proactive behaviors. The ultimate goal of this model is not to
simply react to situations but to simultaneously shift community norms and create a work
culture that is intolerant to harassing and violent behaviors.
Below is an overview of the content, which relies on interactive participation and uses
examples from construction in Portland:
e Toolbox Talks (15 - 20 min)

o Basic issue awareness

o Bystander Intervention skill building

o Proactive behavior skill building

o Jobsite norms and values

16
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Bystander Training (90 min)

o All of the above

o In depth bystander intervention

o Culture Change/Hope

o In depth proactive behavior

o Interpersonal influence and communication
Management/Leadership Training ( 60 min)

o Mix of bystander and toolbox talks

o Focus on role of leadership/management

o Builds buy-in and support for program
Instructor Training (2-3 Days)

o Trains for delivery of Toolbox, bystander and management/leadership trainings
Approach and theory for effective culture change
Presentation, facilitation and training skills
Practice and feedback on providing training
Development of initial implementation plan
Ongoing technical assistance

O O O O O

Benefits

Alteristic is a nationally recognized organization for their expertise in violence prevention
and culture change

Training focused on intervention and prevention to create lasting change

Strategies based on experience and significant research about culture change and effective
prevention

Organization with more than a decade of experience in prevention and culture change

Model has been implemented in cultures similar to construction, such as the Air Force
Adaptation for construction was created with stakeholders in Portland and has been piloted
on the Multnomah County Central Courthouse, then TriMet’s Division Transit Project and is in
early implementation on two additional major construction sites in the Portland area
Training program has served more than 600,000 participants in a year

Program has been evaluated and demonstrated improvement of jobsite culture

Approach addresses race and gender and can be easily adapted to additional intersections
Program has been implemented in a variety of settings

Separation of prevention/intervention and response creates buy-in and meets workers where
they are

Challenges

Needs further evaluation for efficacy in the construction industry

Headquartered in Virginia, will need to establish local trainer/staff

Focuses solely on prevention and intervention, partnership with another organization would
be needed to address response

Some individuals have found challenges in timeliness of responses from Alteristic
Curriculum and approach may be too rigid for construction industry

Program adherence requirements may make it difficult to quickly bring to scale

Content is currently unavailable in multiple languages

Contact:

Kristen Parks

Vice President of Project Development
Alteristic

(571) 319-0354

parks@alteristic.org



https://alteristic.org/
mailto:parks@alteristic.org

ANEW: RISE Up
RISE Up (Respect, Inclusion, Safety and Equity in the Construction Trades) is a
Respectful Workplace Campaign designed to shift the culture of construction to be
more inclusive to a diverse workforce. This campaign is designed to be used by public
entities, construction companies, apprenticeship training programs, unions and
community-based organizations. To be effective, a Respectful Workplace program
must be inclusive, must cover more than just women and race, and the results must be
measured. Training alone can harm diversity efforts and create more bias against
underrepresented groups. ANEW provides customized respectful workplace training
with a social campaign in an effort to create an inclusive and diverse work site.
RISE Up was created by ANEW, a community-based pre-apprenticeship in the Seattle
area. It was informed by those most impacted by jobsite culture, specifically women
and people of color working in the trades. It is currently being expanded in the Seattle
region by both the City of Seattle and Sound Transit.
Benefits

e Scalable

e (learly outlines the costs to participate

e Open to tailoring and customization (see challenge below)

e Covers more breadth of subjects and resources beyond the training

e C(reated by a community partner invested in diversifying the trades

e Specific for construction and is already being used in Seattle

e Includes clear policy influence

e Originally developed by those most impacted by jobsite culture

Challenges
e Needs evaluation for efficacy in the construction industry
e (Customization would need to be balanced with maintaining the fidelity of the
approach
Contact:

Karen Dove
Executive Director
ANEW
(406)799-7259
karen@anewaop.org



https://anewaop.org/
mailto:karen@anewaop.org

Appendix B

What else is needed: Detail

This Committee researched emerging Respectful Workplace Models to inform how our region
can now take action to implement and scale critical trainings throughout the industry to address
hostility, racism and sexism in the trades. Similar to safety standards, jobsite culture cannot
change without an intentional shift made by all industry leaders to ensure that the workforce is
empowered with the tools and resources these trainings can provide. Throughout the evaluation
process, however, the Committee continually named other critical pieces of this work that need
to be acknowledged. Although training is important and was the primary focus of this effort, it is
only one piece and should be accompanied with a multi-pronged set of strategies that reinforce
the overall goal.

Ombuds: To ensure enforcement of respectful workplace policies we advocate for the creation of
a statewide ombuds office tasked with informally evaluating workplaces in the construction
trades within Oregon. The ombuds would be responsible for promoting and evaluating respectful
worksites and for reducing associated opportunity gaps within the construction trades in
Oregon. A similar position was created in Washington State to reduce opportunity gaps in public
K-12 education. Importantly, the position would be independent of the public system it serves in
order to avoid conflicts of interest and to ensure impartiality. A trades ombudsman in Oregon
could provide information and training on respectful worksites and conduct evaluations,
providing both education and holding worksites accountable. The creation of a state-level
ombudsman position would send a strong signal that the state has a serious stake in the creation
of respectful worksites. An Ombuds office could operate as an independent unit within a state
regulatory agency such as BOLI or as a unit in the Governor’s office. Wherever it is located, it
would be important for it to operate independently of any regulatory functions of the state. The
International Ombudsman Association identifies many benefits of the service that are commonly
cited by organizations with an ombudsman office.!

Accountability, enforcement and transparency: In order to truly change behavior on jobsites, it is
critical that those who have the authority to address jobsite issues, such as Owners and
Contractors, have explicit protocols that are well understood, upheld, and acted upon when
incidences occur and that there is a system in place for reporting and analyzing any incidences.
Without a clear zero tolerance policy, such as those that already exist with safety protocols or a
drug free workplace, jobsite culture will not be clearly addressed in a way that translates to how
workers behave every day they come to work. In order for the trainings being recommended to
stick, workers also need to clearly understand the expectations of behavior, and consequences
should be clearly outlined and enforced. Further, incidences should be transparently reported so
that future customers, stakeholders and other agencies can track where they occur and with
which companies.
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Standardization of training re: OSHA The Committee recommends implementation of a new
standard with Oregon OSHA to advance a requirement for training and certification of “respectful
workplaces/by-stander intervention/harassment and bullying prevention” for the Oregon
construction workforce, much as OHSA 10 certification has become a standard for every
construction jobsite in America.

Not since 1999 has the Occupational Safety and Health Administration formally convened
construction industry experts and stakeholders pertaining to the unique health and safety issues
for women in the workforce and on the jobsite. From the convening of the Health and Safety of
Women in Construction (HASWIC) workgroup, recommendations were provided to the agency in
the report, "Women in the Construction Workplace: Providing Equitable Safety and Health
Protection”, June 1999,which included the impact of isolation, harassment, discrimination and
reporting of these issues.

Safety and health problems in construction create barriers to women entering and remaining in
this field. In turn, the small numbers of women and people of color workers on construction
worksites foster an environment in which these safety and health problems arise or continue.
Many of the identified problems are amenable to change through behavioral, or administrative
intervention. The recommendations in this report are directed at employers, labor unions,
manufacturers, training programs, supervisors, and workers. Improving the work conditions for
women and people of color in the construction trades will not only ensure their health and safety,
it will also serve to attract and retain workers during a critical time of labor shortages in this
industry.

Ongoing evaluation of model: Ongoing evaluation of the model is critical in order to continue to
understand which programs and approaches are most effective in changing jobsite culture. To
evaluate the impact of a respectful workplace program (i.e. policy change, manager training,
and/or worker training) on jobsite harassment and discrimination, the “gold standard” is to use
an experimental research design with pre-tests and post-tests. (ie worker surveys pre and post
tests 6 months and 1 year, control and pilot etc). Additionally, an ideal evaluation would include a
pilot site compared to a control site, where no trainings occurred. It is important to recruit as
many workers as possible to participate in the evaluation, ideally all workers on site. Surveys
should take no more than ten minutes to complete and should be appropriate for a tenth-grade
reading level. The most important questions to ask on the survey are about the prevalence of
harassment and discrimination behaviors. Survey can ask about what individuals have
experienced (e.g. how many times in the last month did someone make offensive jokes or
comments towards you?) and/or what individuals have observed (how many times in the last
month have you heard offensive jokes or comments directed towards other workers?). In
analyzing the data from pre-test and post-test surveys, a program can be assessed to be effective
when reported harassment and discrimination decrease (for experimental designs, when the
decrease in the treatment site is larger than any decrease on the control site). Additional
evidence of effectiveness can be demonstrated by an increase in desired behaviors and attitudes
promoted by the respectful workplace program. More work is needed to determine what size of
changes in harassment and discrimination on construction sites is considered substantively
significant.
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Appendix C

Regional Respectful Workplace Model Review
Committee Roster

Claire Barrera, Projecto UNICA of El Programa Hispano

Aaron Bouchane, Associated General Contractors (AGC)- Oregon
Michael Burch, Pacific NW Regional Council of Carpenters
Robert Camarillo, Oregon State Building Trades Council

John Cardenas, Prosper Portland

Angela Desposito, Journey Level Insulator, Heat and Frost
Insulators Local 36

Aidan Gronauer, TriMet

Kelly Haines, Worksystems

Gerry Hein, Hoffman

Dr. Maura Kelly, Portland State University (PSU)

Kelly Kupcak, Oregon Tradeswomen

Kenechi Onyeagusi, Portland Business Development Group (PBDG)
Bridget Quinn, NECA IBEW Electrical Trades Center

Anjali Rameshbabu, Oregon Healthy Workforce Center at OSHU
Jay Richmond, Oregon Tradeswomen

Tiffany Thompson, Metro

Larry Williams, Oregon Labor and Industries
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Appendix D

Safe from Hate pledge (tool to declare initial
commitment for industry leaders who can influence
jobsite culture change i.e. employers, trade
associations, labor unions, apprenticeship programs)

Safe from Hate
Jobsite Culture Pledge

The Safe from Hate Jobsite Culture Pledge calls on all industry stakeholders in the construction
industry to advance diversity, equity, and inclusion by clearly addressing jobsite culture. Because
prevalent racism and sexism continue to create hostile work environments, impact retention of a
skilled workforce, and disproportionately harm women, Black, Indigenous and other people of color
(BIPOC), the Safe from Hate Positive Jobsite Culture Pledge outlines a specific set of actions the
undersigned organizations will take to cultivate a respectful workplace, safe from hate, racism,
sexism, discrimination, harassment, and bullying, where all workers are safe, respected and have
dignity at work and in the construction industry.

All the signatories serve as leaders of their organizations and have committed to implementing the
following pledge within their institutions and realm of influence. Where companies have already
implemented one or more of the commitments, the undersigned commit to support other industry
leaders in doing the same.

As leaders of some of the region’s largest construction employers, unions, trade associations, and
community based organizations, we engage with and manage thousands of workers and play a
critical role in ensuring that diversity, equity and inclusion are core to construction culture and that
our organizations are representative of the communities we serve. Moreover, we know that positive
jobsite culture is good for our industry’s bottom line: it minimizes work stoppages and lost time,
improves performance, supports safety protocols, enhances employee engagement, supports
retention of a skilled workforce, increases health and wellness of workers and increases overall
productivity.

Simply put, organizations with a positive jobsite culture perform better.

We recognize that diversity, equity and inclusion are multi-faceted issues and that we need to tackle
these subjects holistically to better engage and support all of our workers in the industry, and in
particular those who have been historically excluded and marginalized. For us, this means
committing to four initial goals that will catalyze further conversation and action around a positive
jobsite culture within the workplace and our industry, as well as foster collaboration among our
organizations:

1. We will enforce a zero-tolerance policy: As employers, we will work with our labor partners,
subcontractors, and other stakeholders, to enforce a zero-tolerance policy, which we define as
holding accountable any employee who instigates, supports, or fails to report any jobsite incidents.
Recognizing that while we are all responsible for ensuring equity in our industry, apprentices have
the least power, and women and BIPOC tradesworkers are most vulnerable to retaliation so it up to
those in leadership to be accountable. We recognize that, as industry leaders, we need to set the
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expectation that any hostile behavior will not be tolerated. We will do this by communicating clear
protocols and enforcing real consequences, including possible removal of any relevant employees,
and prompt and thorough investigation that could lead to suspensions and terminations, as aligned
with any applicable collective bargaining agreements, HR policies and as state and federal labor laws
allow.

2. We will implement and expand positive jobsite culture education on all our jobsites: We will
adopt and implement proven jobsite culture trainings. All partners committing to this pledge agree to
implement the adopted positive jobsite culture training with all current employees and / or union
members within six months of signing this pledge, especially prioritizing leadership within their
organization. Additional measures include:

o All onsite employees, specifically supervisory and management, journey level craft persons
and apprentices shall receive the positive jobsite culture education as part of their orientation
processes, but no later than one week of their hire date

e Apprentices will receive training within one month of their enrollment date

e Unions will provide journeyworker “upgrade” trainings

e Pre-Apprenticeship Training Programs will provide training to program participants in their
training models

o Employees will receive ongoing training or “refreshers” at least annually

By working together, we can create the critical mass across trades and companies, thereby
normalizing the complete intolerance of hostility and bullying in Construction and creating a safe,
healthy, and inclusive industry where all persons are welcome and safe from hate.

3. We will continue to work with our community partners to support and recruit diverse
talent: We recognize the value of increasing the diversity of our employees and in keeping the
industry in line with current demographic trends. This is critical to remain competitive, innovative,
and relevant in the market. We will continue to deepen our connections to community workforce
partners and pre-apprenticeship training programs, ensuring increased training, hiring and retention
of their constituents.

4. We will cultivate retention and leadership development efforts: Each of our organizations
recognizes the high cost of workforce turnover, yet we know that these figures have not improved
and remain troubling. To really change the industry, we must address the lack of diversity in
leadership positions. We will commit to strategies that ensure stability and career pathway growth
for historically underrepresented people, including formalized mentoring efforts and improving
quality training for BIPOC workers and women. Furthermore, we will commit to making promotional
opportunities into leadership positions available to people of color and women. While the efforts will
no doubt take time, we commit to tracking our performance and holding each other accountable to
improved progress. We recognize that every organization is in a different place, but we must start
somewhere. A first step is to commit to a specific Diversity, Equity, and Inclusion Plan within our own
organization within six months after signing that is ready to share with the community.While these
four commitments are not the complete answer, we believe they are important, concrete steps
toward building more safe and productive workplaces. We hope our list of signatories will grow, and
we invite other construction industry leaders to join us.

Let us come together to make good on the inherent promise that all of our people should be able to
bring their best selves to work and unleash their full potential. By working together within our
industry, we can cultivate meaningful and critical change.
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