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Percentage of Oregon Apprentices Completing Who Were Women and/or
People of Color, 2010-2019

In 2018-2019, 6.6% of apprentices
who completed were women

2010-2011 2011-2012 2012-2013 2013-2014 2014-2015 2015-2016 2016-2017 2017-2018 2018-2019



New Oregon Apprentices by Race/Ethnicity and Gender, 2018-2019

White Men — 67.3

Latinx Men | 15.5
White Women | 6.1
Black Men |l 4.4
Native Men [l 2.9

Asian Men [ 2.0

Latinx Women [l 1.0 In 2018-2019. 8.4% of new
Black Women i 0.6 apprentices were women

Native Women 1 0.5

Asian Women | 0.3



Percent of Oregon Apprentices Who Completed On-Time by Race/Ethnicity
and Gender, 2010-2013 Cohorts
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Challenges experienced by apprentices that impact retention

Harassment
Lack of access to training on the job
Lack of access to work

Financial challenges (e.g. housing,
transportation, childcare)

Travel for out-of-town work

Source: 2020 interviews, 2018 survey

Image: Oregon Tradeswomen



54% of women experienced gender
based discrimination in the last year.
22% of men of color and 25% of
women of color reported experiencing
racial discrimination in the last year.

Source: 2018 survey of apprentices

Noose found at downtown Portland
construction site; officials denounce ‘disgusting
act of racism’

Image: The Oregonian

Harassment

There's some guys out there that really hate women and
it's dangerous. (white woman, 2020 interview)

There were a couple people drawing male genitals on
my tools. [ wasn't sure if it was because my gender or
because [ was an apprentice (Native woman, 2018
survey).

I would say the hardest part [of my apprenticeship]
was racism (Black man, 2020 interview).

There was racist graffiti on the portable toilets and the
staircases at the job site (Latinx woman, 2018 survey).

My nickname was dumbass and junior or kid (white
man, 2018 survey).



Lack of access to training on the job

45% of women and 29% of men
reported a lack of access to training as
a challenge.

Source: 2018 survey of apprentices

Image: COAT Flagging

[As an apprentice [ was] just supposed to learn by
watching where everyone else got to learn by actually
experiencing things (white woman, 2020 interview).

I have had journeymen tell me that they do not work
with me because I am a female. I have spent the whole
day sweeping while my male counterparts were
learning skills and trades. (Black woman, 2018
survey)

A lot of the times I was left by myself and I didn't know
exactly what to do and that would just result in people
being mad (Latinx man, 2020 interview).



Lack of access to work

Women and Black men accrued on the [ am usually the only minority working at most jobs.
Job hours more slowly than white men. — p o i1 % fime 1o let people go, I am usually the first on
Source: 2020 analysis of L&I administrative data the list (Black man. 2018 SU.I'VGY).

26% of men and 35% of women
reported being out of work too much
as a challenge.

[ have been let go and under-taught because I am a
female.... I have been unemployed consistently because [
am a female (Black woman, 2018 survey).

Source: 2018 survey of apprentices

[ just decided to not do it anymore because what ['ve
experienced myself [racism] and I'm at the age where like
I can't be doing that anymore. Kept getting laid off, laid
off. I needed something consistent. That's why I decided to
go a different route (Latinx man, 2020 interview).

Image: New York Post



Financial challenges

36% of apprentices reported that I couldn't afford new boots and was able to get them
buying ready items was a challenge. through the services [from the Program] (Latinx man,
45% of women and 26% of men said 2018 survey).

the cost of childcare was challenge. We can't afford childcare. So my significant other's
15% of apprentices said reliable mom watches the kids. Because it's just too expensive
transportation was a challenge. and it's not, we can't do it. No (white woman, 2020
Source: 018 survey interview).

— F:;JEEII_T — I got lucky. I had to take a lot of risks with a vehicle |
3 PROPERLY DRESSED.. didn't really have the resources at the time to

‘)l’l maintain it properly (white man, 2020 interview).

Al
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Travel for out-of-town work

[1 left because] the jobs I was getting were far away
from where I lived. The costs of travel were too high
and I wasn't able to qualify for fuel assistance.
(white woman, 2018 survey)

[1 left because I was away from home from 3:30am
to 7:00 pm], I hope maybe one day to maybe

possibly go back to it when my kids are a little older
and in school (white woman, 2020 interview).

[1 left because] I just had a kid and I lived in

Medford and I couldn't keep traveling to Portland. Image: ODOT
(Latinx man, 2018 survey)




PSU Evaluation of The ODOT BOLI
Highway Construction Workforce Development Program

* Pre-apprenticeship: 4 to 9 week classes that
prepare individuals for careers in the trades

* Supportive services
* Ready items (tools, clothing, PPE)
Child care subsidies

Assistance for travel to and from job sites and
required classes

Hardship funds

Non-financial support services (e.g. social
support, mentoring, budget class)

* Respectful Workplaces: Job site trainings that give
tradespeople tools to address harassment on the
job.

SUPPORT

IS AVAILABLE TO HELP

APPRENTICES

Image: ODOT

FINANCIAL ASSISTANCE IS AVAILABLE
TO HELP YOU BE SUCCESSFUL.

No career transition is easy, but we're here to make it a bit less stressful.
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* Stor wokg r/boo
or rain gear

'ou choose your own
qualified childcare provider
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Number and Percent of Apprentices Completing a Pre-Apprenticeship by
Race/Ethnicity and Gender, 2008-2019
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Percent of Apprentices in Highway Trades Completing On-Time by
Race/Ethnicity and Gender and Receipt of ODOT BOLI Services, 2008-2013
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Marginal Effects of Receiving Services on On-Time Completion, 2008-2013
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Oregon Tradeswomen

REGIONAL RESPECTFUL WORKPLACE MODEL
REVIEW COMMITTEE RECOMMENDATIONS:

Tools to Address Jobsite
Culture in Construction

OCTOBER 2020




Why We Recommend
Green Dot and RISE Up

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

The Green [

stander
categorized a “new behavior” and thus a “Green Do
Individual decisions (green dots) group together to create

hange and translates directl o culture change on work
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Percent of Workers on the Green Dot for the Trades Pilot Site Reporting
Bystander Interventions in the Last Month, Waves 1-4

72%

mWavel mWave?2 mWave3 = Waved

At wave four, 63% of workers
who reported having the
opportunity to intervene
reported an intervention (38%
of all workers reported an
intervention).



Mean Number of Times Workers on the Green Dot for the Trades Pilot

Site Reported Observing Any Type of Harassing Behavior on the Job Site
in the Last Month, Waves 1-4

9.6

At wave four, workers reported
observing an average of almost
seven instances of harassing

6.75 behavior in the last month
(77% of workers reported
seeing any harassing behavior
in the last month).

®mWavel mWave2 ®mWave?3 Wave 4




Best practices for construction culture change initiatives

Start at the top with prioritizing culture change.

Revisit policies and processes related to reporting and discipline.
Ensure commitment all the way through the organization.

Provide workers with tools to support change.

Provide visible and consistent messaging around culture change.
Address harassment when 1t happens with appropriate consequences.

Evaluate the impact of the initiative.
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