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About Dodge Construction Network

Dodge Construction Networkis North America’s leading provider of commercial construction project data, market forecasting &
analytics servicesand workflow integration solutions for the constructionindustry. Building product manufacturers, architects,
engineers, contractors, and service providers leverage Dodge toidentify and pursue unseen growth opportunities that help them
grow theirbusiness.Onalocal, regional or national level, Dodge empowersits customersto better understand their markets,
uncover key relationships, seize growth opportunities and pursue specific sales opportunities with success. The company’s
construction projectinformationis the most comprehensive and verified in the industry.

As of April 15,2021, Dodge Data & Analytics and The Blue Book—the largest, most active network inthe US commercial
constructionindustry—combined their businessesinamerger. The Blue Book Network delivers three unparalleled databases of
companies, projectsand people.

Dodge and The Blue Book offer 10+ billion data elements, and 14+ million project and document searches. Together, they provide a
unifiedapproach for new business generation, business planning, research and marketing services users can leverage to find the

best partnerstocomplete projectsand to engage with customersand prospects to promote projects, productsand services.

Tolearnmore, visit www.construction.comand www.thebluebook.com.
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Introduction

Message From the Publisher

sthefindings of this study itself reveal, the

designand constructionindustry recognizes

theimportance of increasing diversity, equity

andinclusion(DEl)initsranks and practices.
Acriticalfirst steptodosoistobeabletobenchmark
where the industryisnow.

This study provides that benchmark, measuring
engagementatarchitecture firmsand contracting
companies withvarious DEl practices and policies.
Importantly, italso goesastep beyond, utilizing that
baseline to betterunderstand the implications of greater
engagement with these initiatives for the peopleinthe
industry, the projectsthey engagein, theirbusinesses
and the communities that they impact.

« Thefindingsrevealaclear patternthathigher
engagementleadstobetterworkplaces, greater ability
toattractandretain workers, more innovation, better
decision-makingandimproved collaboration both
internally and externally.

Theyalsorevealthat thereisalot of potential for
improvement. Other studies have revealed the degree
towhich theindustry falls shortinits demographic
distributions, especially in leadership at organizations.
This study, by examining the degree of adoption

of specific practicesand policies, offersaclear,
actionable road map forabroaderimpact.

The study findings also suggest that the industry
needsto consider how to tackle the challenge of truly
engaging the communities that surroundits projects,
to create change and opportunities that mean the most
tothe people mostimpacted by their work.

Wethankthe U.S. General Services Administration for
partneringwith ustobringthisvitalintelligencetothe
industry.

Message From the U.S. General
Services Administration

e commissioned thisreportas part of GSA's

Equity ActionPlanandinsupport of President

Biden's executive orders to advance diversity,

equity, inclusionand accessibility (DEIA). We
are pleasedtosupport this powerful report that benchmarks
DEIA effortsinthearchitecture and construction fields while
alsoilluminatingapath forward forall of us who support that
industry, including GSA.

This past year, both of ushave traveled around the
countryandvisited dozens of the thousands of buildings and
construction projects that GSA oversees on behalf of the
federal government. The most compellingand successful
onesarethoseinwhich government, industry, andlocal
communitiesjointly prioritize equity in how projectsare
scoped, designed, executed, and managed.

Right now, the Biden-Harris Administrationisadvancing
thatvision through historicinvestments from the Bipartisan
Infrastructure Law and the Inflation Reduction Act. (GSA itself
isinvesting over S6 billion from those two laws.)

But, GSAcan'tdo thisworkalone; we need partners -
includingarchitects, contractors, and others-who fully
understand that DEIA advancesthe federal government’s
missionandis good business. Thisdata-drivenreport shows
thatthereis much more workto do.

It shows that DEIA training, for example, isbecominganorm
fortheindustry. However, it also shows that we can do much
moreinareassuchasrecruiting, empowering, and advancing
adiverse workforce. Thereportalso beginstoreveal how
leadershipinimplementing DEIA policies and practices helps
acompany compete for talent while uncovering new business
opportunities.

GSAandourindustry partners must dive deepinto this
datainordertosee howwe candomoretoadvance equityin
architecture and construction. Our hopeis that thisreport
catalyzesthose needed conversationsand concrete actions.

Stephen A. Jones
Senior Director
Industry Insights

DonnalLaquidara-Carr,
Ph.D.,LEED AP

Industry Insights

Dodge Construction Network  Research Director

Dodge Construction Network
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Robin C. Carnahan Nina M. Albert
Administrator
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Administration

U.S. General Services
Administration
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DIVERSITY, EQUITY ANDINCLUSION IN DESIGN AND CONSTRUCTION

Executive Summary

Engagement With DElin
Design and Construction

Diversity, equity and inclusion practices
are in use at architectural firms and
construction companies, but more
engagement will be necessary to make

the design and construction industry more

inclusive.

Inordertounderstandtheir degree of engagement with

DEl, architects and contractors were asked about their

participationinactivities that would help increase diversity,

promoteinclusionand encourage greater equity at their
organizations, focusing mainly on practices involving hiring,
training, promotion, leadership priorities and policies.

The top nine most widely used are showninthe table at
lowerright, and the levels of engagement overall with all the
practicesare showninthe chartatupperright.

- Eventhougharchitectsare slightly more engaged overall,
the entire designand constructionindustryisstillin the early
stages of embracing DEI, with nearly half reporting limited
engagement so far with DEl activities.

- Training promoting diversity andinclusionis the most
widely adopted approach by far, utilized by over half of all
respondents. Trainingis agreat start, but forreal change to
occurinthe culture ofacompany, it must be reinforced by
leadership.

- Architectsand contractors embrace traininginitiatives,
recruitment, promotionand policy concernstoroughly the
same degree.

- However, there are two areas where architect commitments
to DElInotably exceed those of contractors:

-Consideration of diversity andinclusion when selecting

other team members/trade partners

-Leadership devotingresources to encourage diversity

The differences between architectsand contractorson
thesetwoissuesare partofalarger patternthatemerges
throughout the findings. Contractors are most committed to
trainingand practices that help themtactically withimproving
accesstoaskilled workforce. Architects, on the other hand,
are more aspirationalin theirapproach to DEI. For example,
amuch higher percentage of architects than contractors
believe that more practices should be utilized by their
companiesinthe future. Seeing DEl asatactical necessity
helps drive immediate action by contractors, butarchitects
are ultimately interestedinleadership onthisissue.

SmartMarket Report

Engagement With DEI Activities Included

in the Survey

Dodge Data & Analytics, 2022

High Engagement
With DEI Activities

Moderate Engagement
With DEI Activities

Little/No Engagement
With DEI

= Architects

® Contractors

46%
49%

Engagement With Most Widely Used DEI

Activities Included in the Survey

Dodge Data & Analytics, 2022

Architects | Contractors

Offers Training That Promotes

(Including Training,
Mentorship)

a More Diverse, Inclusive and 58% 54%
Positive Workplace Culture

Considers Diversity and

Inclusion When Selecting o o

Other Team Members/Trade 42% 28%
Partners

dee qf Ethics That‘lncludesa 399 399,
Diversity and Inclusion Focus

Leadership Training for All o o

Staff Members 26% 24%
Leadership [‘Jevot.es Rgsources 5% 14%
to Encouraging Diversity

Staff Recruitment Extending

Beyond Policies with Non- 23% 19%
Discrimination Language

Formal Path for Advancement

That Considers Leadership 22% 19%
Diversity

Training on Unconscious Bias 22% 25%
Engagement of

Underrepresented Populations 1% 1%
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DIVERSITY, EQUITY ANDINCLUSION INDESIGN AND CONSTRUCTION

Executive Summary

Benefits

Deeper engagement with

DEI activities leads to more
organizational, project and
business benefits.

While the survey findings reveal that doing
therightthinghasbeenatopfactordriving
current DElinvestments, the study also clearly
demonstratesthat those whoinvestinengaging
in DEl see concrete benefits fromthose
investmentsaswell. The chartatright showsthe
benefitsthatarchitectsand contractors most
frequently experience.

ARCHITECTS

Architects, especially those with high levels of
DElengagement, frequently find that their DEI
investments make their firmsbetter placesto
work, and improve their ability to work with other
project stakeholders and to make decisions.

Inaddition, over half of architects highly
engaged with DEl activities have better
communication between leadership and staff,
anincreased ability torecruit workers, more
commitment to their organization fromyounger
staff membersandimprovedindustry reputation
due tothatengagement.

Architectsalso frequently select more
community support for projectandincreased
collaborationinternallyamong the top three
benefitsthey experience, suggesting that those
who experience them find them to be impactful.

CONTRACTORS
Two of the top benefits that contractorsachieve
fromtheirengagement with DElare directly
related to addressing workforce challenges:
increased accessto skilled laborand better
worker/staff retention. The top two are indirectly
related to thisissue asanimproved reputation
helpstodraw workersand abetter culture helps
toretainthem. Again, thisunderscores that
contractors’engagement with DEl helps them
address theirworkforce challenges.

Over half of those highly engaged also
reportimproved clientretentionandincreased
collaboration onsite.

SmartMarket Report

Most Frequently Reported Benefits of Engagingin

DEI Activities

Dodge Data & Analytics, 2022

More Inclusive and Positive
Workplace Culture

Improved Employee
Well-Being

Increased Collaboration
With Other Project
Team Members

Expanded Perspectives
for Decision-Making

More Inclusive and Positive
Workplace Culture

Improved Reputation for
Industry Leadership

Increased Access
to Skilled Labor

Better Worker/
Staff Retention

= High Engagement
With DEI Practices

Architects

Contractors

® Moderate Engagement
With DEI Practices

Dodge Data & Analytics

61%

65%

u Low Engagement
With DEI Practices

« www.construction.com
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DIVERSITY, EQUITY ANDINCLUSION IN DESIGN AND CONSTRUCTION

Executive Summary

Community
Engagement

The design and construction
industry needs to expand its
efforts to increase equity in the
projects they conduct.

Theimpact onequity of designand construction
extends beyond the companies themselves.
Building projects affect the communitiesinto
which they are placed, and companies can
change the communitiesinwhich they are based.
Asthe summary of the findings atright reveals,
levels of engagement with the community vary
widely, but they do make clear that thereis
strong potential for the industry to engage more
tomake sure their projectsand organizations
have anet-positive impact onthe surrounding
communities. See the case study on page 44 for
examples of addressing this challenge.

Drivers

Architects and contractors agree
that their companies would

invest more if they believed DEI
engagement would help them
attract staff and increase their
ability to find new work.
Thetopreasonsthathavedrivencurrent
investments by architectsand contractorsin DEI
engagementistryingtodotheright thingand
creatingamore positive culture at their company.
However, the best way to drive more engagement
istodemonstrate thatincreasing their DEI
engagement would improve their ability to attract
staffand find new work. These driversare equally
influential for both architectsand contractors
despite their different degrees of engagement
with DEl activities currently.

The chartatright shows what they believe
would best help them enable those investments.
Theyneed clearevidence that theirincreased
engagement would help them obtain these top
benefits, and, even more important, information
onhow to successfullyimplement DEl programs.

SmartMarket Report

Community Engagement by Architects and Contractors

Dodge Data & Analytics, 2022

Architecture Firms That Consider
Community Impact/Well-Being on
More Than 50% of Their Projects

During Design

49%

General Contractors That
Seek Community Input Beyond
Mandated Requirements on 50% or
More of Their Projects

™~
15%

Contractors That Seek to
Hire From the Communities
Surrounding Their Offices

73%

Architecture Firms That Seek
Community Input Beyond
Mandated Requirements on 50% or
More of Their Projects

22%

Contractors That Frequently
Prioritize Hiring Jobsite
Workers From Communities
Surrounding Their Projects

42%

Contractors That Engage With
Stakeholders From Communities
Surrounding Their Offices

23%

Factors That Would Enable Companies to Increase
Investment in DEIl (Selected in the Top Three)

Dodge Data & Analytics, 2022

Examples of Successful
Programs by Companies
Similar to Ours

Owner Prioritization of
Firms With Diversity

Perception That
Diversity and Inclusion
Policies Promote a
Competitive Advantage

More Data on
Quantified Benefits

I
I -7
I .

I -
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Data:

here have been excellent studies conducted

recentlyonthe degree of diversityinthe designand

constructionindustry, and they reveal the need for

increased engagement with thisissue by designand
construction firms.

This study provides additionalinsights that can help
theindustry addressthese challenges. Itbenchmarks the
engagement with overadozen specific activities that help
promote diversity andinclusionat designand construction
companies. These fallinto four categories: recruitment
practices, training practices, leadership prioritiesand policies.
The findings show that the industry has begunto engage
with diversityandinclusion, but only arelatively small share
iscurrently going far enough to fosterrealchangein their
organizations.

Thosefindings are usedto offeranalysis of the benefits,
driversand community engagement activities by examining
respondentsinthree groups: those with low, moderate and high
levels of engagement with DEI.(For more information about
this, see the note about the dataatrightand the discussion of it
onpage 20.)

Thatanalysisis particularly tellingwhenitcomestothe
benefitsthat architectsand contractors experience due to
engaging with DEI. Unlike other studies, where the impact of the
use of aspecific digital tool oraspecific design/construction
process canbedirectly drawn, the benefits of engagingin
DElinvolve changingaculture, and they can be subtle and
only gradually appear. Therefore, itis particularly striking
that over half of those highly engaged in DEl activitiesreport
that they experience, notjustamoreinclusive and positive
workplace, butalso better staff/worker recruitment, expanded
perspectives for decision-making, better communication
acrosstheranks of their organization, increased collaboration
(bothinternally and with other project team members), more
innovation, improved reputations for theircompany and
improved employee well-being.

The study also explores their effortsto promote equity
andimproved well-beingin the communities that surround
their officesandtheir projects, and these findingsreveal the
potential foramuch deeperengagement. Theindustryasa
whole needs to find ways to help provide expertise and support
for companies to engage the surrounding communities more
extensively and betterunderstand their priorities.

Finally, the study providesinsight onthe key drivers
forcurrent DEl effortsand whatis needed to help support
increased engagementinthe future. Asawhole, the study
providesaroad map forindividual companies and the industry
atlargeinhowtoincreasediversity, equity andinclusion.

SmartMarket Report

Introduction

Note About the Data

The analysis explores the responses of
architects and contractors. In additional to the
overallresponses, two main variables are used
throughout the report to better understand the
findings:

Size of Company: Companies are divided into size
based on their annual revenues from 2021.

« Architects: Theseresponsesaredividedinto three
groups:
-Small: Revenues of less than S10M
-Midsize: Revenues from S10M to less than S50M
-Large: Revenues of S50M or more
« Contractors: Theseresponsesaredivided into four
groups:
-Very Small: Revenues of less than $10M
-Small: Revenues from $10M to less than S50M
-Midsize: Revenues of S50Mto less than S250M
-Large: Revenues of $250M or more

Degree of Engagement With Diversity, Equity and
Inclusion

Respondents were asked a series of questions
about various activities, practices and policies
that theircompany may have engaged in that
would help promote diversity, equity and/or
inclusion at their organizations. Each of these
items asked of both architectsand contractors
were assigned anumerical score, and the total
scoresare used todivide theirresponsesinto three
groups: Low Engagement With DEI Activities,
Moderate Engagement With DEI Activities and High
Engagement With DEI Activities. More information
on these categories can be found on page 20.

Furtherinformation on the respondentsto the
survey can be found in the Methodology on page 55.

Dodge Data & Analytics « www.construction.com
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DIVERSITY, EQUITY AND INCLUSION IN DESIGN AND CONSTRUCTION DATA

Data: Industry Use of DEI Practices

Recruitment Practices

Recruitment practices are an essential component of astrong
diversity, equity andinclusion(DEIl)strategy. Inaddition to
providingthe opportunity to attract nontraditional workers to
the professions of designand construction, they provide the
initial glimpse of an organization’s culture foraprospective
employee. Therefore, respondents were asked to identify
which of the five options showninthe chartsatrightand on
the following page best describes their company.

Architects

The findings forarchitectsare showninthetwo chartsat
right, and they reveal that mostarchitecture firms do not have
formalized recruitment policies. Thisfindingisinfluenced by
the fact that small firmsaccount for half of the total architect
respondents, and 65% of small companiesreport that they
have no formalized policies for recruitment. In contrast, only
20% of respondents from midsize firmsand 13% from large
onesfallinto this category, so having formal policiesis more
commonamonglarger firms.

Still, giventhe preponderance of small firmsin the profession,
itisnotable that the majority of small firms have no formal
recruitment policiesat all. While diversifying the staff of
companies withlessthan 10 employees can be challenging,
acodified policy could help make the goal more top-of-mind
when actively recruitingnew people.

Evenamong midsize and large firms, though, thereis stillan
opportunity formuch greater considerations of diversity
duringrecruitment at their companies.

« At midsize firms, almost two thirds of those who consider
diversity atallare confined to having theirrecruitment
policiesinclude standard nondiscriminationlanguage. While
thisisanimportantfirst step, it does not prioritize diversity
asanimportant goalinthe hiring process, which could limit
its overall effectiveness. Only about one quarter(28%) of
respondents from midsize architectural firms find that their
company makes diversity a priority.

Large firmshave the most progressive policies, with nearly
half(48%)having programsin place that make diversity
apriority. However, nearlyas many(40%)rely solely on
standard nondiscrimination language, so thereis stillample
room forimprovement.

The findings suggest that the design profession could
use moreinformation on how to effectively implement
recruitment programstoincrease diversity at their firms.

SmartMarket Report

Approach to Recruiting New Staff
(According to Architects)

Dodge Data & Analytics, 2022

B Have specific standards to gauge
recruitment and program development
in addition to recruitment policies with
standard nondiscrimination language

® Have programs to help diversify
the workforce (e.g., consideration
of nontraditional interviews, blind
interview process, etc.)in addition to
standard nondiscrimination language

B Recruitment policies have standard
nondiscrimination language

Formal recruitment policies do not include
standard language on nondiscrimination

B No formalized recruitment policies

Consider Diversity During Recruitment
(Architects by Size)

Dodge Data & Analytics, 2022

88%

Midsize

Small

Large

M Have specific standards to gauge recruitment and program development, in
addition to recruitment policies with standard nondiscrimination language

B Have programs to help diversify the workforce (e.g., consideration of
nontraditional interviews, blind interview process, etc.)in addition to

standard non-discrimination language

B Recruitment policies have standard nondiscrimination language

Dodge Data & Analytics « www.construction.com



DIVERSITY, EQUITY AND INCLUSION INDESIGN AND CONSTRUCTION DATA

Industry Use of DEI Practices

Recruitment Practices .o

Contractors

Contractors were asked separately about their practices

forrecruiting office staff and field workers, but, asthe chart

atupperrightreveals, theirapproachesare very similar for

both.

« 27% donot have any formal recruitment policies.

« About half rely solely on utilizing standard
nondiscrimination language in their recruitment policies.

« Lessthan20% overallare utilizing programs as part of their
recruitment strategy that help to diversify their workforce.

VARIATION BY SIZE OF COMPANY

As withthe architects, contractorsvary notablyinthe degree

towhichtheirrecruitment practices promote diversity at

theircompany by size.

- Similarto the architects, very small companies(those with
less than 10 employees)typically don't have formalized
recruitment policies.

« Notably, theresponses of smalland midsize companies are
similar, with greatreliance on nondiscrimination language.

« About half of therespondents atlarge companiesare
activelyimplementing programsto recruit field workers and
office staff. While this still leaves room for growth, it also
suggeststhatlarge firms may have useful best practices for
recruitment that could be shared with smaller companies.

Consider DEI During Recruitment of
Workers in the Field (Contractors by Size)

Dodge Data & Analytics, 2022

85%

Very Small ~ Small Midsize Large
M Have specific standards to gauge recruitment and
program development, in addition to recruitment

policies with standard nondiscrimination language

SmartMarket Report

Approach to Recruiting New Employees

(According to Contractors)
Dodge Data & Analytics, 2022

Workers in
the Field Staff

W Have specific standards to gauge
recruitment and program development,
in addition to recruitment policies with
standard nondiscrimination language

M Have programs to help diversify the
workforce (e.g., consideration of non-
traditional interviews, blind interview
process, etc.)in addition to standard
nondiscrimination language

M Recruitment policies have standard
nondiscrimination language

™ Formal recruitment policies do not include
standard language on nondiscrimination

® No formalized recruitment policies

New Office

B Have programs to help diversify the workforce (e.g., consideration
of nontraditional interviews, blind interview process, etc.)in
addition to standard nondiscrimination language

Consider DEI During Recruitment of
Office Staff (Contractors by Size)

Dodge Data & Analytics, 2022

100%
88%

33%

Very Small ~ Small Midsize Large

nondiscrimination language

Dodge Data & Analytics « www.construction.com
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DIVERSITY, EQUITY AND INCLUSION IN DESIGN AND CONSTRUCTION DATA

Industry Use of DEI Practices

Leadership Training

One of the current challengesin the designand construction
industryisthelack of diversity in company leadership. Along-
termstrategy toaddressthisissueisto make leadership
trainingmore broadly available across entire organizations,
to helpfosteramorediverseroster of eligible candidates
when positions openup. Architectsand contractors were
therefore asked about the degree to which leadership training
isavailable at their organizations.

[ |
Architects =
Overall, across the profession, the largest share of architect
respondents(40%)do not offer leadership trainingonaregular [

basis. While thisis most notable among small companies

SmartMarket Report ]O Dodge Data & Analytics « www.construction.com



DIVERSITY, EQUITY AND INCLUSION INDESIGN AND CONSTRUCTION DATA

Industry Use of DEI Practices

Leadership Training cowe

they offer to all their staff, regardless of the type of
worker.

« Theirfindings are also relatively consistent with
the architect findings, with the greatest emphasis
on offeringleadership training to selected workers,
based on perceived potential.

VARIATION BY SIZE OF COMPANY

Farmore contractors at midsize and large companies

offerleadership training thanthose at very smallor

smallones.

« Smallcompaniesare consistentin the share of
training offered between jobsite workers and office
staff.

« However,amuch higher share of large companies
offerleadership trainingto allworkersin the office
(37%)than they do to all jobsite workers(27%).
Instead, they more frequently select jobsite workers
forleadership training based on perceived potential
(60%)thanthey do for their office staff(47%).

« Very smallcompaniesalso have offerleadership
training to all staff inthe office more frequently than
they do forworkersinthe field.

- Midsize companies more frequently offer training
based onperceived potential to office workers than
workers onsite.

Make Leadership Training Available
to Jobsite Workers (By Size)

Dodge Data & Analytics, 2022

87%
27%
60%
50%
60%
Very Small ~ Small Midsize Large

m Offer leadership training B Offer leadership training to
to all staff members selected employees based on
perceived potential

SmartMarket Report

Availability of Leadership Training

(According to Contractors)
Dodge Data & Analytics, 2022

B Offer leadership training to all staff members

| Offer leadership training to selected
employees based on perceived potential

B Do not offer leadership training on a
regular basis

Jobsite Office Staff
Workers

Make Leadership Training Available
to Office Staff (BySize)

Dodge Data & Analytics, 2022

Very Small ~ Small Midsize Large

m Offer leadership training ~ ® Offer leadership training to
to all staff members select employees based on
perceived potential

N Dodge Data & Analytics « www.construction.com



DIVERSITY, EQUITY AND INCLUSION IN DESIGN AND CONSTRUCTION DATA

Industry Use of DEI Practices

DEI Training

Architectsand contractorswere both asked

about whether their company offers training that
promotesamore diverse, inclusive and positive
workplace culture, and thatisinaddition torequired
compliance training. The two charts atright show
theirresponses.

« Architects: Over half(58%)of architects offer this
training. Evenamongsmall firms, itisrelatively
common, with nearly half(48%) providingit. At
large companies, itisastandard practice, with
nearly allreportingit.

« Contractors: Nearly as many contractors(54%)as
architects offer thistraining. Theirresponsesare
alsoverysimilar to the architect findings by size of
company, with just under half of very small/small
contractors providingitand most large companies
doing so.

The higherlevel of use of this particular practice
by small companies than the most progressive
recruitment or leadership training practices
suggeststhat, formany companies, direct
trainingis considered to be an essential strategy
to promotediversityandinclusion. Itisahighly
visible endorsement of theimportance of diversity,
inclusionand equity at these companies, butifitis
notreinforced by more policiesand practices, itis
unlikely to have sufficientinfluence to change the
cultureatanorganization.

Variation by Region Among
Contractors
Thereisnovariationbyregioninthe use of this
training at architectural firms, but significantly
more contractorsinthe West(65%) provide it than
dothosein South(46%)and the Northeast(47%),
withthose inthe Midwest(58%)fallingin between.

SmartMarket Report
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Offer Training That Promotes a More Diverse,

Inclusive and

Positive Workplace Culture

(According to Architects)

Dodge Data & Analytics, 2022

Small

Midsize Large

Offer Training That Promotes a More Diverse,

Inclusive and

Positive Workplace Culture

(According to Contractors)

Dodge Data & Analytics, 2022

Very Small

Small Midsize Large
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Skills Training for Jobsite Workers

Providingtraining to jobsite workers beyond the Offer Jobsite Workers Training in Skills
immediate needs of their role on the project can offer Beyond Mandates (According to Contractors)
them opportunities for growth at their company and Dodge Data & Analytics, 2022

help create amore positive work environment that

allows allto excel. Therefore, contractors were asked

whetherthey offer their jobsite workers trainingin
skills beyond those mandated for the current job that
they have.

Fortunately, the findingsreveal that thisisavery
common practice among contractors. Two thirds
(66%) provide this training to their workers on average.
Notably, itis much more common for very smalland
large companies todo so thanfor smalland midsize
ones, eventhoughthe difference technically falls
within the margin of error of the study.

« Large companies may have moreresources
available to provide trainingandto help fillinany gaps
while the workerisreceiving that training.

« Very smallcompanies may be more likely to self-
performworkandto keep acore set of staff onboard,
which would encourage them to invest more in Very Small Small Midsize Large
cross-training. Infact, 70% of trade contractors
reportthat they offer thistraining, compared with
63% of general contractors.

These findings continue to support the conclusion
thattrainingisthe top means by which construction
companiesare currently promoting diversity, equity
andinclusion, whetherthatistheintended result of
the training or not. Helping workers gain new skillsand
create new opportunities forthemselvesincreases
thelikelihood that the skilled workforce can be more
diverse, especiallyifitis combined with other policies
and activities that encourage more inclusionand
equity attheircompanies.

SmartMarket Report 13 Dodge Data & Analytics « www.construction.com
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Formal Path for Advancement

Trainingis not the only way that companies can encourage Path for Advancement for Staff

diversity, equity andinclusion. Having a well-considered, (According to Architects)

formal path foradvancement for employees at the company Dodge Data & Analytics, 2022

that considers diversity and helps encourage participation

acrossthe company canalso help firmsaddressinclusion 8%

and equityissues. Therefore, architectsand contractors 14% ) S
were asked to identify which of the five options shown 4% :'haavteaffﬁ;;;atldfgg;;%ro'ﬂgl;eia;g:%f:tif'ty
inthe chartatupperright bestdescribesthe path for path for advancement

advancementat their companies. B Have a formal path for advancement that

includes increasing leadership diversity

Architects

L B Have a formal path for advancement that does
Overall, the upper chartreveals that the majority of not include increasing leadership diversity
architectrespondents do not have aformal path of
advancement at their company. Again, as with recruitment
(page 8), thisis strongly influenced by the fact that small ® No clear path for advancement
firms are half of the total respondents to the survey. Still,
giventhelarge share of smallfirmsintheindustryasa
whole, itis stillworth noting that formanyin the profession,
aformal path of advancementisnotavailable.

Path for advancement is not formalized

Oneinteresting factor worth noting, though, is that Path for Advancement Includes Diversity
the vast majority in this group state that the path for Considerations (According to Architects by Size)
advancementis not formalized, rather than that they have Dodge Data & Analytics, 2022

no clear path foradvancement atall. Clearly, most of them
believe thatindividuals at theircompany are able todiscern
apathforadvancement, evenifitisnotlaid out formally.
However, thisis not useful whenit comesto overcoming
biases, orin helping those who do not see themselves
reflected inthe leadership at their organizationrecognize
opportunities.

Havingaformal path foradvancement thatincludes
consideration of leadership diversity occurs more
frequently at midsize and large firms thanat small ones, but
itisstillnotacommon practice at these larger firms, with

44%

fewer than half making these considerations. Small Midsize Large
These findings suggest that the professionislargely
relyingonorganic changes to makeitsleadership more H Have clear standards for increasing diversity that are used to continuously
diverse. However, the low levels of diversity presentin improve the path for advancement
the leadership of the profession at this point suggest M Have a formal path for advancement that includes increasing leadership diversity

thatamoreintentionalapproachisrequired. Thisisa

great opportunity fortheindustryasawhole, including
associationsand otherindustry organizations, to provide
support. Smalland midsize companies, in particular, may
not have dedicated staff for promoting diversity northe
properexpertise to doso. They need tobe able todraw upon
the expertise and best practices shared by those engaging
inthese effortsto helpthemadopt these approachesand
eventually benefit from the insights provided by having
more diverse leaders at their organization.

SmartMarket Report 14 Dodge Data & Analytics « www.construction.com
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Leadership Priorities

The priorities set by leadership ata company have amajor
impact onthe behavior of staff and the overall company
culture. Asincere commitment to diversity,equity and
inclusionatacompany canbe oneimportant factorincreating
anatmosphereinwhich diverse workers and staff can thrive,
and one of the clearestindicatorsto employeesabout the true
priorities of their company is the degree towhichresources
are devotedtoachieve those goals. Therefore, architectsand
contractors were asked to select which option best describes
the priorities of leadership at their organizations from thelist
of optionsinthechartatright, fromcomplete disengagement
todedicatingresourcesandtracking their progressto
encourage diversity, equity andinclusion at their companies.

Architects

Nearly allarchitects(87%)report that their company ata

minimum has diversity andinclusionasacompany value. This

bodes well forthe potential for wider adoption of practices to
encourage diversityandinclusioninthe profession.
Currently, though, the share who are actively encouraging
diversityandinclusionto be prioritized isabout half(53%),
and theyare nearly evenly split between those who devote
resourcestothisissue and those who do not. Overall, thisis
anencouragingfinding, butitisalsoreveals opportunities
for growthinleadershipcommitmentstoincrease diversity
acrossthe profession.
Thereisalsoasignificant divide inthe responses by size.

« The majority of those at small companies who address this
issue atalldo so by actively encouragingit, butonly 7% at
these firmsare actually devotingresourcestoit.

« Atmidsize firms, the largest share are devotingresources
toencourage the growth of diversity andinclusion at their
companies, but fewer are actually tracking their progressin
thisissue.

« Largecompaniesaretheleadersinthisarea, witha
significant share(29%)who are tracking the progress and
including DEl effortsintheir strategic goals. Itismore
common at these companies for resources to be devoted to
encouraging DEl than not.

While large companies may be inabetter positiontodevote
resourcestoengagingwith theissue of DEI, the efforts they
are makingtotrack progressand figure out which strategies
are most effective may be able to help theindustryasawhole.
Therefore, itiscritical that there are forumsforthemto share
both their successesandtheirlesssuccessfulattemptsto
improve, sothat they can help lead the professionto become
moreinclusive.

SmartMarket Report

Leadership Priorities at Architect Firms
and Construction Companies

Dodge Data & Analytics, 2022

4%
B Devote resources, regularly track progress
inimproving diversity, equity and inclusion
(DEI), and tie company success to DEI efforts
with larger strategic goals

B Devote resources to encourage growth
of diversity and inclusion

M Actively encourage diversity and inclusion
to be prioritized in company policies

Include diversity and inclusion as
a company value, but without any
resources to achieve this goal

B Not engaged with increasing
diversity and inclusion

Architects Contractors

Leadership That Actively Encourages
Diversity and Inclusion at Architect Firms

Dodge Data & Analytics, 2022

77%

Midsize

Small

Large

H Devote resources, regularly track progress in improving diversity, equity and
inclusion (DEI) ,and tie company success to DEI efforts with larger strategic goals

M Devote resources to encourage growth of diversity and inclusion

M Actively encourage diversity and inclusion to be prioritized in company policies
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Leadership Priorities o

Contractors

Asthechartonthe previous pagereveals, contractors
slightly less frequently report that their leadership
encouragesdiversityandinclusionthando architects, but
the share who do(45%)is stillasignificant percentage of
overallrespondents. Itisnotably less common, though,
forleadership at contractors to devote resourcesto this
issue, with only 14% reporting that thisoccurs.

Aswith the architects, the size of the construction
companyimpactsthelikelihood that their leadershipis
actively engaging with thisissue.

« Atsmallandvery small firms, the majority with
leadership who actively prioritize DEl do notreport that
resources are dedicated at their companiesto achieve
these goals.

Thisisincontrasttothe response from midsize and
large companies, where between one third and one half
of those actively engagedintheseissuesare devoting
resourcestoachieve betterresults.

However, information on the most successful practices
for contractorsisfarlesslikely thanitis forarchitects,
since 7% or fewer from companies of any size report
that their progressisactively beingtracked or that these
effortsaretiedtotheirlargerstrategic goals.

Thesefindingsareinterestingwhen contrastedto the
otherfindings thusfarinthe study. Generally, whenit
comestotrainingandrecruitment, contractors have
asimilarlevel of commitmentto DElin practiceasdo
architects. However, the leadership commitment to
these goals at construction companiesisnotasstrong.
This may suggest that contractorsare engaginginthese
issuestoaddress some of the biggest challenges they
face, suchasseverelaborshortages, but they may be
more difficult to engage in the goal of fundamentally
transforming their organizationand their profession
because of the strategic, rather thantactical, value of
doing so.

SmartMarket Report

Leadership That Actively Encourages
Diversity and Inclusion at Construction
Companies

Dodge Data & Analytics, 2022

77%

61%

42%

3%

30%

3%

Very Small Small Midsize Large

M Devote resources, regularly track progress in improving diversity, equity and
inclusion (DEI), and tie company success to DEI efforts with larger strategic goals

B Devote resources to encourage growth of diversity and inclusion

B Actively encourage diversity and inclusion to be prioritized in company policies
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Other DEI Practices Conducted by Architects

The dataso farhas focused onthe degree towhich
recruitment, training, formal career advancement strategies
and leadership priorities canbe used toincrease diversity,
equityandinclusionat designand construction companies.
However, there are many other strategies available to
companies seekingtoimproveintheseareas.

Architects were asked about two questions about eight
otherpractices.
« Whichare currentlyin place at their firm
« Whichare the top three that their company should be

employinginthe nextfive years

The top sixmost frequently used are showninthe chart at
right. The findings demonstrate that many more architects
believe that these activities should be utilized by their
company thanthose who find that they are currentlyin place.
« The most widely used practicesare consideration

of diversity andinclusion when selecting other team
members, and acode of ethics thatincludes adiversity
andinclusion focus. These are also the practices that the
highest percentage of architects believe should be utilized
inthe nextthreeyears.

The biggest gap betweenuse and desired use are for
engagement of underrepresented populations(through
trainingand mentorship)and training on unconscious bias.
Fewerthanone quarterreport that these practicesarein

place attheircompany, but over 40% believe they should be.

Variation by Size

Size of firmmakes adifference in the use and desired use of
several practices.

- Fewerrespondentsfromlarge firms(29%)report that

they consider diversity andinclusion when selecting other
members of the project team than do midsize (43%)or small
companies(46%). Inaddition, respondents from small firms
more frequently select thisamong the top three practices
that should be employed(63%, compared with 35% at
midsize firms and 48% at large ones).

Large firms more frequently have a code of ethics that
includes diversityandinclusion(56%), a dedicated group
that actively promotes diversity andinclusion(50%)and
training onunconscious bias(35%)than do small companies
(31%, 6% and 17%, respectively). They also trend higherin
theiruse of these practices than midsize firms, although
the differencesinthis case donotrise above the margin of
error. Small firms may not have sufficient people tohave a
dedicated group for thisissue, whichis probably why they
prioritize it lessthan do those at midsize and large firms.

SmartMarket Report
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Additional DEI Practices at Architecture
Firms

Dodge Data & Analytics, 2022

Consideration of

Diversity and Inclusion 42

R

When Selecting Other 52%
Team Members
Includes a Diversity
and Inclusion Focus 52%
Dedicated Group ﬂ
Actively Promoting
Diversity and Inclusion 34%
Training on 22%
Unconscious Bias 4$1%
Engagement of o
Underrepresented 21%
Populations(Including 47%
Training, Mentorship)

Engagement Surveys
With Questions
About Inclusion

16%
18%

H Currently in Place (All That Apply)

M Believe Should Be Employed in Next Three Years
Regardless of Current Use (Selected in Top Three)
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Other DEI Practices Conducted by Contractors

Contractors were also asked two questions about their
organization'suse and desired future use of DEl practices,
inaddition to potentially incorporating DEI into their
recruitment, careeradvancementand training strategies
and their leadership priorities. The top six practices they
currentlyuse are showninthe chartatright fromatotallist
of nine options.

« Thetoppractice used by contractorsisacode of ethics
thatincludesadiversityandinclusionfocus, and thisis
anevenmore common practice among midsize(53%)and
large(63%)companies.

« Toolbox talksrank secondinuse, which corresponds
with the use of trainingasatop approach toencourage
greater diversity andinclusion at their companies(see
pages11,12and 13).

« Asthechartatlowerrightreveals, over three quarters
(76 %) of contractors select at least one additional
practice that they would like their company to use
inthe next threeyears, yet only engagement of
underrepresented populationshasamuchlargershare
callingforitsusethanare currently usingit. Thislikely
suggeststhat some contractorsonly selected items their
companiesare not already doing.

These findings confirm that there is definitely room for
growthin DEl practicesinthe constructionindustry,
buttheyarelessconclusive about whetherthe need for
greaterengagementis widely recognized.

Variation by Size of Company
50% ormore of large companies utilize three practices,
far more than at any smaller companies: consideration
of diversityandinclusion when selecting trade partners,
trainingonunconscious biasand engagement of
underrepresented populations. The wide utilization by
large companies of these approaches may provide a
template for smaller companiesto follow.
Morerespondents fromlarge companies believe
theircompany should be engagingunderrepresented
populations(53%)than those from smaller companies.
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Additional DEI Practices at Construction

Companies

Dodge Data & Analytics, 2022

Code of Ethics That Includes a
Diversity and Inclusion Focus

Toolbox Talks Dealing With
Inclusion and Equity

Consideration of Diversity and
Inclusion When Selecting
Trade Partners

All Company Materials Provided in
Languages Other Than English

Training on Unconscious Bias

Engagement of Underrepresented
Populations (Including Training,
Mentorship)

B Currently in Place (All That Apply)

39%
32%

36%
25%

28%
23%

26%
17%

25%
27%

21%
30%

M Believe Should Be Employed in Next Three Years
Regardless of Current Use (Selected in Top Three)

Contractors’ Use of Additional DEI Activities

Dodge Data & Analytics, 2022

76%
Using at Least One Believe at Least One DEI
DEI Activity Activity Should Be Used in

the Next Three Years

Dodge Data & Analytics
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Overall Engagement With DEI Activities

Theresponses fromarchitectsand contractors to the DEI Engagement With DEI Activities Included in
practicesincludedinthe survey provide agood benchmark the Survey

forindustry engagement withimproving diversity and Dodge Data & Analytics, 2022

inclusionasawhole. Theyalso provide aspectrum of

engagement with DEI that can be used to analyze the High Engagement

responsesintherestof the study to show relevant With DEI Activities

differences betweenthose whoare more deeply engaged
with DEl activities versus those who are not.
Tocreateaconsistent comparison, apoint system
was applied to each question based on the degree of
engagement specifically with DEl activities that their
responses revealed. Using that point system, respondents
were dividedinto those with a high, moderate and low level
of engagementin DEI.
Thedistribution of architects and contractorsinto
eachof these categoriesisshowninthe chartatupper
right. It revealsthat the industryisstillinthe early stages

Moderate Engagement
With DEI Activities

46%
49%

Little/No Engagement
With DEI

M Architects M Contractors

of embracing DE| as a goal, with nearly half qualifying as ArChitECt:S' Engagement With DEI Activities
little/no engagement, about one third reporting moderate Included in the Survey (By Size of Firm)
engagementandlessthanone quarter qualifyingas having Dodge Data & Analytics, 2022

ahighlevel of engagement.

Thechartsbelow look at how the engagement varies by
size of company forarchitectsand contractors. They show
directly what an examination of all the findings also makes
evident: Large companiesare far more highly engaged
with DEl than are midsize or small ones. However, it also
demonstratesroomacrosstheindustry forimprovement,
withonly 40% of large architectural firmsand 43% of large

constructioncompanies currently deeply engagedin
these efforts. Small Midsize Large

Therestof the report will utilize these Ievgls of X H Little/No Engagement M Moderate Engagement M High Engagement With
engagement to betterunderstand the benefits derived With DEI With DEI Activities DEI Activities

from deeperengagementandthe degree to which
companies highly engagedinternally with DEl are
alsoincorporating thatinto how theyrespondto the
communities surrounding their officesand projects.

Contractors’ Engagement With DEI Activities
Included in the Survey (By Size of Company)

Dodge Data & Analytics, 2022

43%
27%30%

Very Small Small Midsize Large

m Little/No Engagement M Moderate Engagement M High Engagement With
With DEI With DEI Activities DEI Activities
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Sidebar Article

DEI: A Marathon, Not a Sprint

uildingabusiness culture of

diversity, equity andinclusion

isboth theright thingtodoand

agoodeconomicinvestment.
Data'shows that, no matter the
industry, amore diverse workforce
improves performance. Companies
with more than 30% women executives
outperform companies with fewer
female leaders, and those with the
most ethnicand culture diversity are
36% more profitable than those with
the least.

Why Diversity and

Inclusion Matter

While some architect and construction
firms may struggle to see why diversity,
equityandinclusion(DEl)can make a
difference, Steve Huizinga, president
of Allied Mechanical Services, hasa
passion forinclusivity.“We call it IED,
becauseyou can't have diversity if you
don't first have inclusion; and I don't
carehow muchit costs, it's the right
thingtodo. Doesitmeanifitdoesn't
make someone Xamount of money,
theywon'tdoit?”

“The benefitsare numerous,”says
Renée Byng Yancey AlA’s chief external
EDI officer."The questionisreally what
are the costs of not beingaware of
DEI?"

In construction, for example, the
annual cost of injuries is $13 billion;?
and workers who aren'tintegrated
intoworkplace culture are more likely
tohave accidents because of the
increased stress of exclusion. The
industryisalsodealingwithaturnover
of almost 25%, costingemployers 21%
of anemployee’s salary for each person
who leaves.’ There are similar costsin
architecture: Disengaged employees

' Diversity Wins: How inclusion matters, McKinsey, https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters
> The Case for Diversity and Inclusionin the Construction Industry, AGC Diversity and Inclusion Council,

cost firms 34% of theirannual salaries,
and turnover costs six to nine months
of anemployee’s salary.*

Making Strides in DEI
Architecture and construction firms
have made stridesinadvancing
DEland combating biases, both
organizationallyandin their projectsin
the community, but more needs to be
done.“Conscious and unconscious bias
candisruptteamsandimpact decision-
making,”says Tia Perry, ABC director of
inclusion, diversity and equity.

The major challengesto creatinga
truly diverse and inclusive workforce
are addressing the unknowns about
what DEllooks like and then making it
happen.“Diversity and inclusion can be
allencompassing,”says Brynn Huneke,
director of diversity and inclusion, and
member engagement, AGC of America.
“Leaders don’t know what they don't
know, there’suncertainty about where
togonexttoreally create change.”

“DElis not acheck-the-box exercise.
Itisn't enough to say we have more
women or people of color, people with
disabilities, LGBTQIA+orany form of
human diversity,” says Yancey. “Firms
canmeasure elementslike whois
employed and at what level. KPIs
around employee engagement and
culture, wellness and retention rates
are alsoimportant measures.”

The construction field isfacing
asignificantlabor shortage.
“Economicallyin 2022, construction
firms need to hire 650,000 more
workers thanin2021," says
Perry."We need to see more
intentionality inrecruitment with
our member companies, tappinginto
underrepresented communities and

providing opportunities to everyone.”

Huizinga specifically focuses
onprogramsto supportadiverse
workforce at hiscompany, including
aprogramto help employees get
citizenship.”Our average retention
rateisl4years, and candidates are
pouringin. People get ourvisionand
understand we're notjust building
things, we're changing people’slives so
they can have afuture.”

Building an Inclusive Culture
Buildinganinclusive workforce is
abusiness problemthatrequiresa
multipronged approach. Leadersin
architectureand construction can
use metricsand evidenceinhiring
decisionsand work assignments.

“The nextthreeyears, | foresee
asteadydrumbeat of engagement
building,” says Yancey. “Look at the
inspiringadvocacy of emerging
professionalsinschooland finding
theirway into careers, they bring
expectationsto theirworkand want
toalign professionalinterests with
theirvalues.”

"My biggest recommendation
forcompanieslookingto builda
more inclusive cultureisto be more
intentional about communicating
culture they expecttoseein
workplaces and onjobsites,”says
Huneke, “There are alot of companies
with veryrobust D&l programsandalot
that arejust starting. Asawhole, the
industry is stillinthe awareness stage.’

“Buildinga culture of DElisa
marathon, notasprint,”says Perry.
“The work canbe uncomfortable, but
you have to start. We can’t continue
the status quo and bridge the worker
shortage.”®

4

https://www.agc.org/sites/default/files/Files/Advocacy/AGC%20Report%200n%20Biz%20Case%20for%20D0%261%20FINAL.pdf

* Ibid.

“The Elephantin the(Well-Designed)Room, AIA, https://www.aia.org/pages/6435306-an-investigation-into-bias-in-the-architec
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Sidebar Article

Recruitment and Retention: Fostering Diversity in Construction

helaborshortagein
constructionisreachingnew
heights, with nearly 400,000
unfilledjobsreportedearlier
thisyear, and that number expected to
riseasthe Infrastructure Investment
and Jobs Act pumpsbillionsinto the
sector. Accordingtothe U.S. Bureau of
Labor Statistics'2022 figures, 87.2%
of construction workersidentify as
white, and only 3.9% identify as women.
Meanwhile, more thanamillion of the
nation’s 16-to 24-year-old minority
youthand some 4.8 million minority
adultsare unemployed.“Sodowe
have alaborshortage, or dowe have
ashortage of whowe want to put to
work?”says Wendell Stemley, president
of the National Association of Minority
Contractors(NAMC).

Diversifyingthe construction
workforceisatwo-part challenge:
firsttorecruitmore womenand people
of color,and second toretain them.
Recruitingamorediverse workforce
requires broadening the pathways
intothe sector;
retaining diverse
recruitsrequires |
implementing
policies, practices
and programsto
mitigate the current |
and historical
injusticesthatgetin
their way.

Diversifying Recruitment
Toimprove recruitmentamong
women and people of color, “pre-
apprenticeshipsare the one tool
empiricallydocumented toincrease
diversityinthe construction workforce,”
says MauraKelly, aprofessorat
Portland State University, whose
researchfocusesoninequalities
inthe constructiontrades. Pre-
apprenticeships—typically five-to

SmartMarket Report

10-week programsthat, inaddition to
basic skills, provide participants with
information about how to find work
(oftenthroughdirect-entry agreements
with apprenticeship programs),
how to succeed and how to navigate
construction cultureasapersonwho
holds amarginalized identity—have
provensuccessfulinrecruiting people
from outside of the families-and-
friends networks that are the more
common pathsto the trades.“If you
want more women and people of color
inconstruction,”Kelly says, “youneed to
fund more pre-apprenticeships.”
Asanother pathway for minority
recruitment, Stemley highlights the
importance of improved opportunities
for minority-owned businesses:
Theyare the ones most likely to train
minority workers, he says. As project
owners, especially publicagencies,
increasingly require construction
teamsto demonstrate that their hiring
and procurement practices foster
equity of opportunity for historically

Do we have alabor shortage,
or do we have a shortage of
who we want to put to work?

disadvantaged business owners,
Stemley cautions that the many
acronyms through which projects
measure the participation of various
groups—SBE, MBE, WBE, DBE, VBE
and XBE, tolistafew—canrender

the exclusion of Black-and brown-
owned businessesinvisible."Whatever
metricsyou use should clearly
representhow minoritiesare faring
inyour procurement processes,”he
says.“"Whenyou get that bundled in the

22

alphabet soup ofacronyms, youdoa
disservice toyourclientandyourlocal
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Sidebar Article

Recruitment and Retention: Fostering Diversity in Construction

CONTINUED

investigationrevealed that womenand
people of color more often meant that
theywereregularly harassed, weren't
provided with opportunitiestolearnthe
skills of theirtrade, and/or didn't get
enoughhours to make ends meet.
Improving retentionrates forwomen
and minoritiesrequires supporting
disadvantaged workersonthe one
hand while changing the culture of the
constructionworkplace onthe other. As
amodelforsupporting disadvantaged
workers, Kelly highlights a highway
trades workforce development program
run by the Oregon Department of
Transportationand the Oregon Bureau
of Laborand Industries. The program
supportsapprentices by providing
themwith tools, clothing, protective
equipment, travel costs, achildcare
subsidy, access to hardship fundsand
nonfinancial support—whichresearch
hasfoundto be particularlyimpactful—
suchas mentoringand facilitating
connectionstoadditional resourcesand
advice as needed. “Folks who receive
services through these programsare
more likely to complete than those that
don't,"Kelly says. “Alot of money goes
into training apprentices. Arelatively
smallinvestmentinretention services
willultimately be worthitif you're able to
improve those completionrates.”

Building a Culture of
Inclusivity

Asforchangingthe culture of

the construction workplace, a
sociological model of change provides
recommendations at threelevels of
scale: institutional, interactional, and
individual. Fromasummary provided by
Kelly, theinstitutional level focuses on
anorganization'sideologies, policies
and practices, withrecommendations
including:

SmartMarket Report

« Makingrespectfulworkplacesa
priority

« Assigningclearrolesand
responsibilities toimplement the
respectful workplace initiative
(suchas, forexample, RISE Up or
GreenDot)

« Improvingpoliciesforreporting
anddisciplining harassmentand
discrimination

« Addressingharassmentand
discrimination withappropriate
consequencesastheyoccur

« Reinforcingtherespectful
workplace priority with ongoing
trainingand messaging

« Evaluatingtheinitiative and
adjustingasneeded

Theindividual level focuses onworkers’

knowledge and beliefs:

« Providinginformation forall workers
about respectful workplacesand
expectations foracceptable behavior
onthejob

« Educatingworkersabout the ways
harassmentand discrimination
negatively affect everyone

« Sharingstories of experiences of
harassmentand discrimination
from people of color, women and
othergroups of workers historically
marginalizedinthe trades

“Evenif we can'talways change heartsand
minds, we canstill ensure that people get
theinformationabout whatisandisnot
acceptable ontheirjobsite,” says Kelly,

| Alot of money goes into training

@ apprentices.

| ultimately be

Arelatively small

investment in retention services will

worthitif you'reableto

improve those completion rates.

Theinteractionallevel focuses onhow
workersinteract onthe job:

« Ensuringthatallworkersare
provided with ongoing training
andtools(suchasbystander
interventionand options for formal
andinformalreporting)to address
harassmentanddiscrimination
whentheyseeit

« Ensuringthatworkersin
supervisory positionson thejobsite
receive additional training, model
respectful behaviorand address
harassmentand discrimination
whentheyseeit

23

noting that a hostile jobsite is neither
equitable, productive nor safe.“All people
want toberespected at work,” she says,
“and | think we have alot of great tools that
aregoingtogetustothe placethatthe
industryneedstobe.”®
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Data: Benefits of Engagingin DEI Practices

Organizational Benefits

Architects and contractors were asked to selectall of the

organizational benefits they experiencedin the past five

years due to theirengagement with diversity andinclusion

initiatives. Theirresponsesare showninthe chartatright

by their level of engagement with those initiatives.

Twofindings, in particular, demonstrate the overall value

of DElengagement toimprove organizations:

« 92% of respondentsreport experiencing atleast one
benefit.

« Asthechartclearlyreveals, deeper engagement with DEI
practicesyields more organizational improvements.

Ingeneral, many of the benefits experienced fallinto two
categories: improved workplace culture and better staff
recruitment/retention.

IMPROVED WORKPLACE CULTURE

Most of the most frequently experienced organizational

benefitsinvolve improving the culture at these companies.

« Amoreinclusive and positive workplace cultureis the
top benefit of engagingin DEl practices, reported by
50% overall. While thisis the most expected benefit, the
findings also demonstrate that truly active engagement
isneededtochangeaculture, with 75% of those highly
engaged reporting that thisis the result, compared with

just 30% of those with low engagement with DEl practices.

« Bettercommunication between leadership and staffis
the second highest benefit, experienced overall by 32%
and by 56% of those highly engaged with DEI.

« Higher staff/worker satisfactionislesscommonly
reported thanthe other benefits, but still experienced by
35% of those highly engaged.

« Allof the benefitsrelated to culture are more widely
reported by architectsthan contractors.

STAFF RECRUITMENT/RETENTION

The findings also demonstrate that a strongcommitment to

DElimprovesthe ability torecruitand retain staff.

« Over half of those who are highly engaged in DEl report
anincreased ability torecruit staff/workers due to their
efforts.

« Nearly half of those highly engaged also find that younger
staff/workersare more committed to their organization.
Thisisalso more widely reported by highly engaged
architects(35%)than by contractors(21%).

« Surprisingly, though, thereisless of animpact on overall
staff retentionthan onthe younger workers’commitment,
possibly due toresistance to change among more
established staff members.

SmartMarket Report

Organizational Benefits Experienced in the
Past5 Years Due to Engagement in
DEI Practices (by Level of Engagement)

Dodge Data & Analytics, 2022

More Inclusive and
Positive Workplace
Culture

Better Communication
Between Leadership
and Staff

Expanded
Perspectives for
Decision-Making

Increased Ability to
Recruit Staff/Workers

Increased Younger
Staff/Workers’
Commitment to
Organization

Better Staff/
Worker Retention

Higher Staff/Worker
Satisfaction

= High Engagement With DEI Practices
® Moderate Engagement With DEI Practices
= | ow Engagement With DEI Practices
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Benefits of Engaging in DEl Practices

Project Benefits

Architects and contractors were asked about the benefits
totheir projects of theirengagement with DEl that they have
seeninthelast fiveyears. Since thelist of benefits were
somewhat different, the architect responsesare shown at
rightand the contractorresponsesonthe following page.

Architects

Asthechartatrightreveals, architects fromfirmswitha
deeper DElengagementare more likely to experience many
of the project benefitsincluded in the study. However, the
differencesthatrise to the level of statistical significance are
largely focusedintwo areas: collaborationand process.

COLLABORATION

Thetop two benefitsoverallare increased collaboration
with other project team members(46% of all architects)
andincreased collaborationinternally(39%). Those at firms
thatare highly engagedin DEl experience these benefits
significantly more frequently than those at firms with less
engagement. Infact, increased collaboration bothinternally
and externally isarelatively common benefit at the highly
engagedfirms.

Inaddition, although experienced less commonly than
the other collaboration benefits, those at highly engaged
firms believe that they are betterable toresolve project team
disputesthanthose at firms with low DEl engagement.

Onenotable findingis that project managers/directors
experience increased collaboration with other project team
members more frequently(69%)than do designarchitects
(45%)or principals/executives(38%). Thisis likely due to the
degree to which collaborating with other team members
fallsintheirdirect responsibilities, so they have abetter
understanding of how it isimpacted by their DEl engagement.

PROCESS

Those at firms with ahigh engagement with DEl also report
more innovation on projectsandincreased productivity due to
their DEI commitments. The finding onincreased innovation,
which half of those highly engaged with DEl practices
experience, is particularly notable, since it may be hard to
gauge the source of innovation generally, but so many are able
toattribute it totheir DElcommitments.

There are no significant differences by engagement with the
impacts onoccupants orcommunity support, although there
isstillatrend forslightly higherreporting by those with high
engagement of these benefits.(See pages 35 to 38 for more
information onhow frequently architects engage andimpact
the community around their projects.)

SmartMarket Report

Project Benefits Experienced by Architects
in the Last 5 Years Due to Engaging in DEI
Initiatives (by Level of Engagement)

Dodge Data & Analytics, 2022

Increased
Collaboration With
Other Project Team
Members

More Innovation
on Projects

Increased
Collaboration
Internally

Increased Ability
to Improve Project
Impacts on Occupants

More Community
Support for Projects

Increased
Productivity

Better Ability to
Resolve Project
Team Disputes

Reduced Risk

= Moderate
Engagement With
DEl Practices

= High Engagement
With DEI Practices
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Benefits of Engaging in DEl Practices

Project Benefits v

Contractors Project Benefits Experienced by Contractors
Contractorswere asked about seven project benefits shown inthe Last 5 Years Due to Engaging in DEI
inthe chartatright. Notably, 85% said that they achieved Initiatives (byLevel of Engagement)

atleastone of these benefits due to their DEl engagement, Dodge Data & Analytics, 2022

despite the fact that even the top benefit overall(increased
accesstoneeded skilled labor)was only selected by 34%.

o,
Asthechartatrightreveals, contractorsat companies Collg]t;::?:tsigg 52%
withahighlevel of engagement with DEl practicesalso Onsite
report several project benefits more frequently than do
;r;z:;at:ZfzmpanleSW|th less engagement, similarto the Better Ability to 48%
. . Resolve Challenges

« Over half of those at highly engaged companiesreport that That Arise Onsite

they experience increased collaboration onsite, more than

double those at companies with less engagement. This

collaboration canlead to other benefits, includingmore Increased Safety

innovation(which was not asked of contractors), better on Projects

project coordinationand improved safety.
« Nearly half of those from highly engaged companies also

aremore able toresolve challenges that arise onsite due More Community

to theircompany’s engagement with DEI. Thisislikely also Support for Projects

abenefitderived fromtheincreased collaboration onsite

reported.
« Asmentionedabove, the collaboration widely experienced Increased Access

by those at companies with a high level of engagement no to Skilled Labor 47%

doubt contributestotheincreased safety that theyalso

notice ontheir projects.
« Incontrastwith the architects, contractors from highly Increased

engaged companies also experience more community Productivity

support for their projects than do those from companies

withless engagement. This benefitisalso more

widely reported by general contractors than specialty Reduced

trade contractors, which makes sense since general Risk

contractorsare more likely to be seekingcommunity

supportthanarethe subcontractorsthat work forthem.

mHj | |

Increased accegsto sl.(illed I.abor may rank fifth among \I;Ivllgtp EE?%?ZQ?Q;S Er?g:(gzaient With bﬁ\f;}%ngapggsﬁgés
those at companies with a high level of engagement with DEI Practices

DEI, butitranksfirstamongthose at organizations with
amoderate orlow level,anditisthe top benefitreported
overall, selected by 34%. This finding aligns with the top
practices employed by contractors, which make it clear that
often, contractorsappeartoengagein DElactivitiesasa
tactical choice, witha goal of attempting toaddress chronic
labor shortagesintheindustry.

Overall, the combined findings of architectsand
contractorsdemonstrate that deeper engagement with DEI
yields far more project benefits than simply undertakinga
few activities.
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Benefits of Engaging in DEl Practices

Top Benefits

The dataonthe organizational, project and business advantages
discussed on pages 24-27 providesan overview of the broad
spectrum of benefits that companies engagedin DEl practices
experience. However, itisalso helpful to know what architects and
contractors perceive to be the top benefits that their companies
experience due to their engagement with DEI, regardless of how
many experience them. Therefore, architectsand contractors
were shown asingle list of all organizational, project and business
benefitsthey previously selected and were asked to select their
top three, and the five most frequently selected are shownin the
table below.

Architects

The top five benefitsarchitects experience fromtheir
engagement with DEl practices are a mix of organizational and
project benefits.

- Thetop benefit, moreinclusive and positive workplace culture,
was selected by more than twice as many as their top benefit
thanany of the other options.

More community support for projects ranks secondin thelist
of mostimportant benefits. Thisis surprising since it only ranks
fourthamongthe most frequently experienced project benefits.
Itshighrankingonthislist of top benefitsreveals that,among
those who experienceit, ithasalarge positive impact.

The next two mostimportant benefits—increased collaboration
internally and better communication between leadership and
staff—reveal the degree towhicharchitectsvalue the improved
collaborationand communication at their firms thatis promoted
by their DEl practices.

The fifthmostimportant benefitaccording to architects,
expanded perspectives for decision-making, reveals that many
architectsrecognize the value of gaining different perspectives
and theinfluenceit canhave ondesign.

Top Benefits of Using DEI Practices

Dodge Data & Analytics, 2022

« Whilenotrepresentedinthe top five, two business benefits,
increased ability to recruit staff and improved employee well-
being, rank sixth and seventh.

- Notably, the top three benefitsamongarchitects highly engaged
with DEl differ fromthe overallranking. Amoreinclusive,
positive workplace culture still ranks first, but increased ability
torecruit staff and better staff retention rank second and third.

Contractors

Thetop five benefitsreported by contractors spanall three

categories of organizational, project and business benefits. They

alsoalign more closely with those most frequently experienced
thandothe onesreported by architects.

- Thetop benefit, moreinclusive and positive workplace culture,
isthe same asitisasforarchitects, butthe gap betweenitand
the next most popular benefitis narrower for contractors.

« Threeout of the other four top benefitsare related to attracting

andretainingworkers/staff: better worker/staff retention,

increased access to skilled labor and increased ability to
recruit workers/staff. This suggests that contractors see

the highest value in theirengagementin DElin helping them to

address the skilled worker shortages that have consistently

beenone of the biggest challengesin theirindustry forovera
decade.

The other top benefit,improved reputationas abusiness

leader, ranks firstamong the business benefitsand may also be

indirectly related to theirimproved ability to recruit workers.

The only option selected by more contractorsat companies that

are highlyengaged with DEl practices thatisnotin the overall top

five is better staff retention. Thisis further evidence that many
contractorsareinvestingin DElasatactical meansto help them
tackle theirworkforceissues.

Architects

Contractors

1. More Inclusive and Positive Workplace Culture

1. More Inclusive and Positive Workplace Culture

2. More Community Support for Projects

2. Better Worker/Staff Retention

3. Increased Collaboration Internally

3. Increased Access to Skilled Labor

4. Better Communication Between Leadership and Staff

4. Improved Reputation for Industry Leadership

5. Expanded Perspectives for Decision-Making

5. Increased Ability to Recruit Workers/Staff
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Benefits of Engaging in DEl Practices

Benefits Personally Experienced by Respondents

Respondents at companies engaged inany DEl initiatives Personal Benefits Experienced by Respondents
were asked about the impact that their company's Due to Their Company’s Engagement With DEI
engagement with DEl has had on them personally. Notably, Initiatives in the Last b Years

nearly all(91%)respondents have experienced at least one Dodge Data & Analytics, 2022

personal benefit due to theircompany’s DEl efforts.

Theresponsesshowninthechartatrightare bylevel of
engagement with DEI, and it clearly reveals that those who Greater Awareness of
workat companies that are more invested in DE| initiatives Others’ Perspectives
are farmore likely to experience many of these benefits than
are those who work for companies with less engagement.

Alsointerestingis how theirresponses break out by
demographics.

ARCHITECTS

« Ethnicity/Race: Respondents of color more frequently
experienced anincreased ability to collaborate with their
fellow employees than do white respondents(45% versus
23%). Interestingly, those who refuse to identify theirrace
more frequently say they experience no benefits thanthose Increased Ability to
who identify themselves as white orasaperson of color Collaborate With
(26% versus 3 %)and are least likely to report that they Fellow Employees
experience amoreinclusive and positive workplace culture
(22% versus 55% of those who identify as white and 62% of
those whoidentify asaperson of color). Greater

« Gender: Those whoidentify as female more frequently Productivity
reportamoreinclusive and positive workplace culture
(67%)and more advancement opportunities(22%)due to

76%

More Inclusive and 65%
Positive Workplace

Culture

Increased Trustin
Company Leadership

their companies’ DElinitiatives than do those who identify Decreased
asmale(48% and 7%, respectively). Harassment
CONTRACTORS
« Ethnicity/Race: The respondents of color employed at More Advancement
contractors more frequently report experiencing greater Opportunities

awareness of others’perspectives(75%), amore positive
andinclusive workplace culture(75%), and decreased
harassment(42%)than do their white counterparts(44%,

5 ° ; = High Engagement ®Moderate = | ow Engagement
35% and12%, tively). ; ) . . :
an respectively) . With DEI Practices ~ Engagement With With DEI Practices
« Age: Therespondentsyoungerthan50report beingmore DEI Practices

productive(22%)thanthose 60 and older(9%)due to their
company’s DElinitiatives. Those who are between 50

and 59 more frequently report that they have agreater
awareness of others’perspectives(52%)than do those
under50(33%).

Gender: Those who identify as male more frequently report
increased trustin the leadership of their company(24%)
due to theircompany’s DEl initiatives than do those who
identify asfemale(9%).
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Case
Study

Building a Culture of Diversity,

Equity and Inclusion

Fosteringdiversityisadefining value
at Hensel Phelps. Since Associated
Buildersand Contractorsinaugurated
the National Diversity Excellence
Awardin 2012, Hensel Phelps has

won the general-contractor category
nine times. The award recognizes the
inclusiveness of the company’s hiring,
training, and retention policies and
practices, aswellasitsinitiativesin
support of subcontractorandvendor
businessesthatare owned by members
of historically disadvantaged groups.
“If youreally focus oninclusionand
equity,”says Brad Lewis, the company’s
corporatedirector of supplier diversity,
"you're showing people that they can
bring theirbest selvestoworkevery
day.”

Inarecentconversationwith Dodge,
Hensel Phelps’six-member supplier
diversityteamshonealight onthe key
ways inwhich the company implements
thiscore value.

Reaching Out

Lookingoutward, Hensel Phelps’
support forsupplierand trade-partner
diversity comprises four focusareas:
small businessinclusion, workforce
development, community engagement

and trade partner enhancement.
==

4= | HENSEL PHELPS

Hensel Phelps Virtual Diverse Business
Training and Outreach Event
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HENSEL PHELPS

SMALL BUSINESS INCLUSION
Afive-phase approach, consistent
throughout the company’s procurement
processesacross each of its markets, is
enabling Hensel Phelpstoincrease the
diversity of its 10,000-strong supplier
and subcontractor base.

Phase1, Introduction and Evaluation,
consists of outreachand networking
events, both project-specificand
general, toconnect face-to-face
with diverse small businessesand to
understand their capabilities, goalsand
needs.

Phase 2, |dentify Opportunities for
Improvement, engages with potential
trade partnerstofigure out how Hensel
Phelps cansupporttheminsixareas
that commonly limit their opportunities:
notification of bidding/solicitations,
bonding capacity, technical skill sets
of employees, company safety and
quality control programs, cash flow

managementand supplier relationships.

Phase 3, Implement Action Plan,
deploysasuite of strategies to facilitate
small business participation on Hensel
Phelps’projects. Strategies may include
scope de-bundling, bonding assistance,
large businessteamingarrangements
anda Technical Assistance Program
(aseries of expert tutorialson core
businesstopics—communication,
accounting, safety, quality control,
estimating—aimed at fosteringlong-
termsuccessamong potential suppliers
and subcontractors).

Phase 4, Support for Contract
Completion, consists of ongoing
communicationsaround project
expectationsand whatisneededto
successfullycomplete ascope of work.
Having cash flow stalledina90-or120-
dayinvoice turnaround, for example,
could easily stallasmall business,
and Hensel Phelps’supplier diversity
teamadvocates withitslarge trade
partnersand/or clients to make sure
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small contractorsare paid onashorter
interval.

InPhaseb, Evaluate Project
Performance, formal evaluations
identify lessonslearned and help small
businessescreateaction plansfor
ongoingimprovement.

WORKFORCE DEVELOPMENT
Workforce development begins
with outreachto, and support for, a
community’s training, developmentand
advocacy organizations. “Basically we're
supportingthe pipeline,” says James
Harper,amanager of supplier diversity.
InNashville, for example, Hensel Phelps
partners withananti-poverty centerto
ensure thatemployees who are parents
have accesstochildcare, andwitha
jobtraining program for at-risk men
toensure thatitsgraduates have six
months’transportation guaranteed. In
Denver, Hensel Phelps partnerswitha
pre-apprenticeship programforwomen,
training participantstoread drawings
andtakingthemonjobsite tours. The
company also offerstrainingin conflict
resolution: “Redefining vulnerability as
anaspect of professionalism can play a
majorroleinsuccess,”says Dave Fisher,
amanager of supplier diversity.
Inadditiontoworkforce development
among hourly staff, Hensel Phelps
focusesondiversityinsalaried
workers. The company engages with
historically black universities and
colleges(HBCUs)—bothasarecruiter
and alsoasanadvisoronconstruction
management curricula—and it
participatesinrecruiting events with
such organizations as the National
Society of Black Engineers, the Society
of Hispanic Professional Engineersand
the Society of Women Engineers.
Between October 2020 and
September 2021, members of minority
groups made up 58% of the company's
new hires, up by 3% over the previous
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Study Equity and Inclusion
FONTINUED HENSEL PHELPS
year,and women accounted for 14%. = '& élII
COMMUNITY ENGAGEMENT il ! i

Underlying Hensel Phelps’initiatives
inworkforce developmentand small
businessinclusionisanongoing
program of community engagement.
“It'sabout understanding the
community that we'rein, andleaving
things better thanwe found them,”
says Michelle Keyser, manager of
supplier diversity. Examples Keyser
highlights from her Southern California
regioninclude anannual turkey give-
away—3,300 of them last year—through
community-based organizations, gift
cardstosupportnurse appreciation
week, care kits for the homeless(some
of whom the company has sponsored
intoalocallaborers’union, with life-
changing effect)and participationin
such eventsasafund-raisingwalk for
Alzheimer'sresearch.”We may start
acommunity project at the jobsite
levelbecause we seeaneed, and then
itbecomesanevent that continuesto
help that community evenif we're gone,”
says Rosemary Middleton, coordinator
of supplier diversity. “Alot of giving that
may not be abig giant story will turninto
continuing help to the workforce.”

Inadditionto contributingto the
communities Hensel Phelps considers
itself part of, these efforts foster
awarenessand trust of the company
amongadiversity of potential business
partnersand employees, so that
formingaworkingrelationship becomes
anincremental step rather thanagiant
leap.

DIVERSITY, EQUITY ANDINCLUSION INDESIGN AND CONSTRUCTION

TRADE PARTNER ENHANCEMENT
With the goal of nurturing
disadvantaged small businesses to
reach their potential as effective trade

-

.
Y f He_ e Phe

o partnersand as healthy, competitive
o7 | membersof the construction
® sector, Hensel Phelpsrunsarange of
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Interview: Thought Leaders

Charles G. Hardy, AIA, CCM

Chief Architect

U.S. General Services Administration

Why do you thinkitisimportant for
the constructionindustry to address
diversity, equity, inclusionand
accessibility (DEIA)?
O’NEAL: The built environment
affectsallaspectsof ourlives over
generations of Americans. Its sheer
scaleandimpact makes DEIAan
essential component of the intentional
and strategic considerations we make
about how we design, where we build—
and ultimately who those decisions
affect—positively or negatively. Much
likeincreased focusinrecentyearson
sustainability, accessibility and how
humans experience the world we have
built, the principles of diversity, equity
andinclusionare toolstohelp usfurther
explore waystoreduce barriersand
expandaccess—bothinourdesignand
construction practicesand acrossthe
ecosystemof industry professionals
who collectively make these important
decisionswhichimpactall of us.
HARDY: The designand construction
industry needs toaddress many
challenges, of which talentacquisitionis
amajor concern. By making the industry
more attractive tomore people, DEIAis
an especially powerful tool for solving
craftlabor shortages. That, inturn,
couldlocalize our labor-hiring practices,
whichisawinforbothclimate and
sustainability. Additionally, GSA builds
inthe service of the American people.
Ensuringthat designisstrongly founded
ondiversity ensures that citizens feel
seenandincludedinthefinal product.
Iwouldalso like to note the "A”
in DEIA. The federal government’s
workinthisrealmalso emphasizes
accessibility, because physical access

SmartMarket Report

Andrea M. O’'Neal

Senior Advisor to the Administrator for Equity

doesnotnecessarily preclude people
with disabilities from experiencing
attitudinal barriers to the built
environment. GSA has advocated for
accessibility since the passage of the
Architectural Barriers Actin 1968, and
we are proud toadvance that workin
tandemwith our DEl efforts.

The designand constructionindustry

U.S. General Services Administration

equally use that space, we get better
outcomes for everyone.

Related are also the practices
around stakeholderand community
engagementduringaproject, which
cansurfaceimportant considerations
atcriticaltimesthatallow usto
optimize mutual benefitand economic
opportunity. Thisis particularly

‘ Projects should have positive

o

impacts beyond the block on which
they are built, but DEIA success

‘ should multiply design’s ability to
touch an entire community.

hasalways proudly claimed that we build
America. We must now ensure that our
teamsand stakeholdersreflect all of
America. Itisamarathon, notasprint.

What are some of the best practices
you currently seeintheindustry?
O’NEAL: We need to have two distinct
butinterdependent conversations
around diversity, equity andinclusion.
Thefirstisabout space—the actual
physical structuresand how they affect
our experiencesand our communities.
Some of the best practices|'ve seen
emphasize stakeholderinclusivity
anduniversal designasafoundation—
practices that go beyond metrics of
successlike on-time, budget or meeting
baseline compliance standards. When
thereis deep considerationforhow the
broadest, most diverse group of people
with theirunique needs can flexibly and

32

important for communities thatare
strugglingto fight back or overcome
systemicinequities, which canbe
exacerbated by developmentif we are
notattuned tothose potentialharmsas
we make decisions.

The secondimportant conversation
isabout place—the culture of the
work that we doand whose voices and
interests get considerationacross
the spectrum of powerin decision-
making. We know that women, people
of color, people with disabilitiesand
communitiesthatare otherwise socially
and economically disadvantaged are
chronicallyunderrepresentedinthe
designand constructionindustry itself.
Soweallmustaskourselves whatare
those barriersto careeropportunity
and how canwe break those down
formore people. Asanexample, GSA
has memorandums of understanding
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Thougnht Leaders

with National Association of Minority
Architects(NOMA)and ACE Mentor
Program of America—two organizations
thatare explicitly addressing career
pipelinesfortheindustry. Another
great practice | see are organizations
that have adopted the Culture of CARE
Pledge, which setsamanagement tone
forinclusive, harassmentand bias-
free workplaces. All of these bigand
smallinitiatives can cumulatively shift
behaviorandthe culture of the industry.
HARDY: Other GSA activities, such
asour Design Excellence Program’s
longtime stewardship of the National
Register of Peer Professionals, or the
agency'smorerecent welcoming of
the Emerging Voices’ cohort of hires,
brings new perspectivestothetable.

I mentionthisbecause it parallels
Andrea’s thoughts on space and

place. Independent

peerreview of GSA

projects weaves

diversity throughthe ‘

processof designand

construction, while @

our Emerging Voices

initiative envisions a ‘

more diverse industry

ecosystemandamore

inclusive culture togo

withit. The twoinform

and benefit one another mutually.
Anotherbest practice, whichalsois

fairly simple, ispromotingawareness

and opportunity. Thissurvey gets

usclosertoaddressingrealissues.

Partnerships with ACE and NOMA

empower voices that may have been

unheard. Changing the conversation

doeslead totangible change.

What is the best role that amajor owner
(like the GSA) can play toincrease
DEIAin the design and construction
industry?

HARDY: Lead by example, listenand
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act. Intheir staffing, team selections
and conversations withindustry,
owners canunderscore why DEIAis
soimportanttousasawhole. Those
actionsalso help othersstartontheir
own DEIA paths.

People and firmswatch their peers.
Owners of large organizations, in
particular, send messages about what
matterstothemby the way they conduct
business. Because these messagescan
be eitherintentional or unintentional, we
needtochooseintentional actions that
achieveintendedresults. We will all be
betterforit.

O’NEAL: Allmajor stakeholders and
owners have aresponsibility to set the
tone of what isthe meaningfuland best
opportunity to optimize DEIA. The GSA
isdoingthis RFlto see what practices
areoutthere. That'sbothawayforus

Changing the ethos about why we
design, how we design and who we
designforis essential... Thisis not
justabout doing the right thing; thisis

asmart business decision.

tosignalourinterestsinthisissue and
how we canbetterincorporate DEIA
principles as we're making decisions,
butalsodefine partnersinindustry that
arealso thinkingabout these things
and may have best practices. One of the
rulesof DEIAisyoucan'tdoitalone. You
need to build coalitions, finding ways

of innovatinganditerating, taking hard
looks at ourselves about where we have
successand where we have thoselevers
of influence and power and capital to
actually make significant stridesin this
area.lthinkone of the bestroles that
amajorowner canplayisjustnottobe
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silentontheissues.

I'm excited to be at this time working
inthe Biden-Harrisadministrationasa
senioradvisor forequityat GSA, anew
roleatthe GSA. The enthusiasmand
receptionto this positionalongside
some policy objectivesthat the
president hasoutlined... that focus
on DEIA and equity, have given us this
unigue government-wide, once-in-a-
generation opportunity alongside some
significantinfrastructure investments,
like the BipartisanInfrastructure Law
and the Inflation Reduction Act, to think
holistically and meaningfully about
what federalinvestment meansin
communities. It'sacritical time forusto
get thisrightand make sure that we're
usingtheseinvestmentstoadvance
DEIAinthe communities we serve.

What are the biggest
challenges toincreasing
DElindesignand
construction, and what
isneeded to overcome
them?

O’NEAL: Some of itis
myth-busting. On-time
and on-budget are
critical, foundational
success metrics for
designand construction
...sometimes equity or solving for other
parts of that equation are perceived
tobe opportunity coststhatare at

odds with or barriersto the success

of those metrics. |don't think that's
true. DEIA does take alittle bit more
innovative thinking. But none of thisis
exceptionally hard all of the time.

Ithink some of the biggest obstacles
aredrivingawareness, havingaroad
map and making sure that thereis
reasonable attention toanother set of
opportunities that exist withinadesign
project beyond those defined metrics.
Some of that takes alittle up-front
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Thougnht Leaders

investment of time orresourcesto get
itright, butonce there’'samodel for

successthat'sreplicable and scalable,
you have those opportunities at scale.

Oneopportunityistheability to
have the right subject matter experts
atthetable, especiallyatinflection
points where we can make meaningful
impacts without slowing down the
processandask ourselvesadifferent
set of questions. Who does thisimpact?
How canwe add value? Where dowe
have blind spots? Whose voicesaren’t
included, orwhose interests may not be
included and how we make that better?
lunderstand there arefiniteresources,
there'sfinite time, butthere are
opportunity costswhenwe don’t think
about these things. Similar to earlier
considerations of the environment or
safety on constructionsites, thisis one
of those momentswhereif we take a
little time, and think alittle differently,
we canachieve collective outcomes
that are bigger than the sum of their
partsonconstruction projects. That's
what we really need because, again,
the built environmentis soimportant to
every aspectof ourlives.

HARDY: One of the most persistent
questions heard through the industry
is,"Where do | start?” Organizations
freezeonit, perhapsbecause DEIA
feelslike too systemicaproblemfor
one organization tounknot. We need
to provide ways to get past that block,
by sharing storiesand successes,
developing networks, creatingmentor
and feeder programs, and embracing
many othertools that we canthen share
among change-makers.

Another obstacle hastodowiththe
pipeline of employees, namely the time
ittakesto getregisteredorqualifiedina
specificdiscipline or craft. Thismeans
theindustry needsto partner more
strongly with programs like Block Kids,
ACE Mentor, NOMA and many others. We

SmartMarket Report

can’timprove the timingtolicensure,
but we canaugment the pathtosuccess
with mentorship and support. Itbears
noting here, too, that a majority of kids
have tentatively decided onacareer
path by thetime theyreachthe eighth
grade.

What does successlook like?
O’NEAL: The process by which design
happensandwhere that capitalis
deployedare reallyimportant factors.
Changing the ethosabout why we
design, how we designand who we
designforisessential.... Thisisnot
justabout doing theright thing; thisisa
smart businessdecisioninsome cases.

Construction firms have a similar path
...including the types of materials in
useand the focus onnew andinnovative
technologically savvy parts of the
installationthat canadvance DEIA. As
anexample, GSAhasaprogramthat,
through our designand construction
of public buildings, incubates green
technologies. I've seendifferent
productsinour federal procurement
that provide more accessibility .... We
canleverage our projectsasaway to
drive multiple goals at once. The building
itself and the uses of that space are
important, but the materials that we use
inthe space aroundthe buildings, the
community accesstothose spacesas
appropriate, theartonthe walls, all of
thatis part of this conversation.

Forownersand organizations, the
coalitionthat I talked aboutis forming.
It canbe a powerful network of thinkers,
designersand folks that have these
considerationsinmindand are sharing
what they’re doing, what they're learning
and where they've hit stumbling blocks.
Sharing this knowledge canhelp scale
these efforts, makingitlesssituational
by project. When that happens, other
voicesstarttojoin.

Ithinkabout LEEDwhenitfirst
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emergedand was considered something
forthose withmoreresourcesandtime
who could thinkabout approaches
beyond standard practices. Nowit'sa
widely accepted design standard: DEIA
has that potential. And with the right
stakeholders, the right emphasisand
collective advocacy around thisissue,
we can make significantimprovements
toboththe culture of designand
construction companiesand how that
manifestsinthe physical space that we
allinhabit.

HARDY: For design firms,

success means giving voice to
underrepresented, new perspectives
and designing projects that leverage
local skillsand materials. Italmost goes
without saying that projects should have
positive impacts beyond the block on
which they are built, but DEIA success
should multiply design’s ability to touch
an entire community.

For contractors, successis pushing
design businessesto practice with
DEIAinmind, and to help suppliersand
subcontractorstosee that DEIAistheir
responsibility aswell. Italso means
engagingwith a project’'s surrounding
community on how to leverage its
peopleandtoleave aplace betterfor
havingbeenthere.

Andfinally forowners, success
isall of the above—alongwith the
demand signals that move industry.
The strongest voice inthe designand
constructionindustryisthe owner’s,
anditisincumbenton GSA and other
leadersto drive change through action
and example.
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Data: Community Impacts

Consideration of Community Impacts During Design

Building projectsimpact the communitiesin which
theyare placed, but the practice of architecture
does notalways prioritize consideration of those
impacts duringthe design process. A firm dedicated
to diversity, equityandinclusionisideally one that
considersthese factors outside of the boundaries of
their officesandinto the communities that surround
their projects.

Therefore, architects were asked about the
share of projects onwhich they actively consider
community impactand/or well-beingduring the
design process. Those whodo soonatleast50% of
their projects were asked why, and those who do so
lessfrequently were asked what would make them
dosomoreregularly. Theirresponsesare shownin
the chartatrightand onthe following page.

Asthe pie chartatrightreveals, nearly half of the
architects(49%)consider community impact and/
or well-being during the design processon50% or
more of their projects. In contrast, only 19% eitherdo
sorarelyorare not sure how frequently they do so.
Thisfinding affirmsthatarchitectsareinterestedin
theimpact of their projects, butitalso suggests that
thereisroomforthe professiontoimprove as well.

TRIGGERS FOR THOSE ACTIVELY CONSIDERING
COMMUNITY IMPACTS DURING DESIGN
Thelargest share of those who actively consider
community impacts during design select two factors
asinfluentialintheir decisiontodo so.
« Thefirm'sculture has the biggestimpact, with the
decisionto consider community impactsdriven
internally.
-Thisisamuch higher percentage than those
who report that they do so at the direction
of their clients, but with 51% selecting that
option, owners also have amajorinfluence
and can help drive the design profession to
increase these considerations.
Encouragingly, 70% also report that they are
influenced to considerimpacts by input fromthe
community surrounding the project. Thisfindingis
consistentwiththeimportance to many architects
of DElinitiatives thatyield greater community
support for their projects(see page 28), and it also
demonstrates that many architectsrealize the
importance of getting community input to have a
thorough understanding of projectimpacts.

SmartMarket Report

Share of Projects on Which Community Impact and/
or Well-Being Is Actively Considered During the
Design Process (According to Architects)

Dodge Data & Analytics, 2022

" 75% or More
50% to 74%

® 10% to 49%

® | ess Than10%

® Not Sure
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Most Important Reasons Firm
Considers Community Impact/
Well-Being During Design

Culture:

Itisinternally driven
because our firm believes
itis the right thing to do

Community:
Input from the community
surrounding the project

Clients:
Owner direction

Requirements:
Complying with
existing requlations

Peers:
We saw other
firms doing it

Dodge Data & Analytics

—

| 70%

| 517
| 49%

F 1%
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Community Impacts

Consideration of Community Impacts During Design o

Asmentioned above, clients playanimportantroleinthese
community considerations, and regulations requiring
communityinputare alsoimportantdrivers for many.
Theonly factor that seemsto havelittleinfluenceis the
behavior of their peers.

DRIVERS FOR INCREASED CONSIDERATION OF
COMMUNITY IMPACTS AMONG THOSE WHO DO NOT
CURRENTLY CONSIDER THEM FREQUENTLY

The factorsthat would encourage architects who do not
currently consider community impacts frequently to do so
moreinthe future are showninthechartatright.

« Thetopfactorsare selected byamuch smaller share
thanthetriggersthathaveinfluenced those already
more engaged in thisactivity. Thereasons for doingso
are quite cleartothose whoalready doit, but thereisless
consensusamong those who do not about the impact of
these variousfactorstoencouragethemtodosointhe
future.

The top factoramongthose doingitinfrequentlyis
similartothe top triggeramongthose doingit frequently:
trying to make their projects have amore positive impact.
Thisisapromisingfindinginterms of their goals, but

the other factors provide moreinsightinto what would
encourage more of thisactivity.

Better clientrelationships ranks second among the
drivers. Thisdemonstrates that, while clients may not be
atoptriggerforthosedoingit currently, they could have
the biggestinfluenceinencouragingmore consideration
of community impactsinthe futureamongthose whoare
notasengaged.

Another consistent driver for DEl effortsingeneral,
including this one, isimproving community support for
projects, andthatis nearly asinfluentialamongthese
respondentsasclientrelationships. This suggests that
more examples of how engaging the community yields
this benefit would probably encourage some architects
to take these actions on more of their projects. More
training offered on how to pursue community input
effectively could also make the process of doing so more
productive for firms, as managing this process wellis not
easyandiscritical toitssuccess.
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Drivers for Wider Consideration of
Community Impact During Design
(According to Those Who Currently Consider Community
Impact on Less Than50% of Projects)

Dodge Data & Analytics, 2022

Satisfaction of Knowing
Projects Have a
Positive Impact

Better Client Relationships

Better Community
Relations Make Future
Projects in That Community
Go More Smoothly

Improved Company
Reputation

Competitive Advantage

Reduced Risk of
Delays on Projects

E—
E—
E—

I -2
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Community Impacts

Obtaining Community Inputs Beyond Mandates

There are mandatesin manyjurisdictions thatrequire
outreach tothe community before building, witha tendency
forthe stricter mandatestobein more upscale communities.
While these mandates areimportant, they arerarely
sufficient, especially when it comesto communities that
arelessaffluent. However, these are often the communities
most dramaticallyimpacted by construction, those with
more lenient or nonexistent zoning and those bordering on
industrial areas.

Frequency of Obtaining Community Input
on Project Impacts Beyond Mandates

Many times, acommitted effort toaddress community
needsinbuilding projectsrequires outreach tocommunities
wellbeyond those mandates. Therefore, architectsand
contractors were asked on what share of their projects do
they obtain community input beyond what is mandated.
Thechartatright showsthe responses of architects

and contractors, anditalso combinesthe architect and
contractorresponses from the companies highly engaged
with DEl practices.

« The more committedacompanyistoengagingin DEI
practicesatitsownorganization, the more likely they are
toreach out to the community forinput on their projects.
However, evenamong this progressive group, 41% dosoon
fewerthan 25% of projects, so thereis potential for much
greaterengagementacrosstheindustry.

Architects seek community input more frequently than

do contractors, with nearly half of the contractors(45%)
reporting that they never do so. One key reason for this
differenceisthat many contractors(44%)believe that
community impacts should be dealt within the planning/
design phase(see page 38).

General contractorsalsorespondvery differently than
specialty trade contractors doto thisissue. Nearly one
third of general contractors(31%)seek inputs beyond what
ismandated moderately frequently or frequently.

-While thisis stillbelow the share of architects that do so
(52%), it does demonstrate more engagement than the
chartsuggests.

- Specialty trade contractors are lesslikely to engage the
community due to the timing and limited scope of their
role on projects.

Amongcontractors, size of company also playsarole, with

37% of large companies doing community outreach with
atleast moderate frequency. Thisis consistent with the
deeperengagement with DEl practices by large companies
reportedinthe study.
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Frequency of Obtaining Community Input
on Project Impacts Beyond Mandated
Requirements

Dodge Data & Analytics, 2022

Architects Contractors  Practitioners From
Companies Highly
Engaged With DEI

Practices

" Frequently ®™Moderately ®Infrequently ™= Never
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(50% of Frequently (Fewer Than
Projectsor  (25%to49%  25% of
More) of Projects)  Projects)
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Obtaining Community Inputs Beyond Mandates wo.u

Factors That Deter More Input Factors That Deter Companies From Obtaining
Architects and contractors who seek community inputs More Information From the Community on Project
beyond mandates onfewer than 25% of their projects were Impacts (Top Two Selected by Those Who Infrequently/Never
askedtoselectthe top two factors that deter them from Gather This Information)

doing so fromthelist of options showninthe chartatright. Dodge Data & Analytics, 2022

Theresponsesfallinto three major categories.

Believe Most of Their

[

LITTLE/NO NEED FOR COMMUNITY INPUTS Projects Have a Net- 34%
« Atopfactorforbotharchitectsand contractorsis their Positive Impact on 32%
belief that most of their projects have a net-positive impact Surrounding Communities
onthe surrounding communities. However, community
membersand practitioners may not always see impacts Have a Limited Ability 29%
in the same way. For examp!e, what some consider.a.n . Suffi;ic;r?trl];?ogilli:’nri%?;é m
improvement may be perceived by others as gentrification, Community Impacts
with serious consequences for housing affordability.
« More promising, though, is the fact that only a few feel that Expect Community o
mandated community inputis sufficient, and even fewer Impacts t|(r)1 ?rfeDFiglr:rYivr:t? m o
believe that community inputis not useful. This suggests Design Phasge 44%

that many are opento the value of thisinput.
Do Not Have Enough

INSUFFICIENT TIME/INABILITY TO ACT ON INPUT Time in Construction

- Thelimitsto their ability to change the projects sufficiently Schedule to Get and 16%
to minimize community impactsranks second for Respond to Input
architectsand third for contractors. Itisalsoreflectedin
the additional responsesvolunteered asan“other”reason, Mandated Community
withmany who blame lack of clientinterestinaltering their Input Is Sufficient 10%
projectstoimprove the surrounding community.

-Inaseparate question, only 22% of respondents believe
thatthe input they receive resultsin positive change. Do Not Find Community 7%
Thisislikely due to many reasons, including the Input Useful
challenges of getting good input, but many may also
feellimited in how much they can change a project to
respond to thatinput.

« Many specialty trade contractorsalso utilized the other Other
field to state that they donotfindarole for themselvesin
community engagement.

« Architects, in particular, also believe that thereisn't enough
timeinthe project schedule togetandrespondtoinput.

25%

18%

14%

14%
9%

LB -

m Architects ®mContractors

SHOULD HAPPEN DURING PLANNING/DESIGN

The topreasonwhy contractors don’'t seek community input
istheirbelief thatinput should occurduringthe planning/
design phase. Thisresponse againreveals the perception
thatthereislittle that can be done toadaptappropriately
totheinputthey may get post-design. More surprisingis
the share of architects who select this option. Additional
comments suggest that they may rely on ownersto gather
thisinput.
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Hiring Jobsite Workers From Neighboring Communities

Contractors were asked about the frequency with which
they prioritize finding jobsite workersin the communities
that surround their projects.

Asthechartatupperrightreveals, nearly half(42%)
dosofrequently/very frequently,and only 24% report
thattheyrarely orneverdoso. The findingsinthisreport
show that contractors place a high premium on finding
andretaining workers(see page 28), soitis not surprising
to see that the majority are actively seeking peopleinthe
communities around their projects.

Amongthose whorarely/never prioritize hiring these
workers, the biggest challenge preventing them from
doingsoisthedifficultyin finding workers with sufficient
skills. Anotable share of the workforce neededona
projectrequires skillsthat need extensive trainingand
experience, anditisasignificant cost to contractorsto
cultivate these workers, who are not necessarily likely to
be found in communities surrounding the projects.(See
page 30 for discussion of asuccessful programtorecruit
local workersand the best practices for doing so.)

Theneedto hire workers with theright skillsis
intensified by the current workforce shortages.
Contractors may have been betterable to slowlyincrease
their staff throughtraining if they were fully staffed, but
many now face anacute challenge to find the workers
they need. Paradoxically, this may interfere with their
ability torecruitand trainamongthe local population.

Surprisingly, fewer report that they want to work
with people they have previously hired. This suggests
that the biggerhurdleisthe need for skilled workersand
therestraints on helping new workers get the training
needed tofillthose gaps.

SmartMarket Report

Frequency of Prioritizing Hiring Jobsite
Workers From Communities Surrounding
Projects (According to Contractors)

Dodge Data & Analytics, 2022

Never Rarely Sometimes  Frequently Very
Frequently

Reasons That Hiring Jobsite Workers From
Surrounding Communities Is Not Prioritized
More Frequently (Selected in the Top Two by
Contractors Who Never, Rarely or Sometimes Prioritize
Hiring These Workers)

Dodge Data & Analytics, 2022

With Sufficient Skills 47%
Prioritizing Hiring Trusted
Workers Who They Have _ 23%

Previously Hired

Staff Assigned by Union _ 239
No Good Way to Find o
Available Workers in - 1%

the Local Area

Workers in Some Areas
Around our Projects 4%
Cost Too Much
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Contractors’ Impact on Communities Surrounding Their Offices

Inadditiontoimpacting the communities surrounding
their projects, companies can also have a significant
impact on communities surrounding their offices.
Contractors were asked if they engage in six possible
actionsthat would impact their communities. Their
overallresponsesand theresponses of the contractors
whose companies are highly engaged in DEl practices
are showninthechartatright.

« Mostcontractorsattempt tohave a positive impact
onthe communities surrounding their offices by
seekingto hire from those communities, and many
alsolook for waystoimprove those communities,
such as contributing to local charities.

Companies withahigh level of engagement with
DEImore frequently utilize strategies thatinvolve
communicationand direct community engagement,
suchasreachingouttolocal community stakeholders
tounderstandtheir priorities, engaging withlocal
youth organizationsin mentorships, apprenticeships
and training, and communicating about major facility
changesto the surrounding community. However,
they do not exceed the averages whenitcomesto
hiring strategies.

General contractors more frequently engage with
local community stakeholders tounderstand their
priorities(23%)than do specialty trade contractors
(9%).

Large companies more frequently seek ways to
improve the community (67%)and engage with

local community stakeholders(37%)and youth

Contractor Impacts on Residential
Communities Surrounding Their Office

Dodge Data & Analytics, 2022

Community Surrounding
Their Office 59%

Seek Ways to Improve 67%
Community (Contribute 70%

to Local Charity, etc.)

Engage With Local

Community Stakeholders 23%
to Understand Their 48%

Priorities

Engage With Local
Youth Organizations 22%
in Mentorship/ 37%
Apprenticeship/Training

Have Policies on Hiring 6%
Formerly Incarcerated o
4%

Individuals

Communicate Major

Facility Changes to 5%
Surrounding Community 229
and Solicit Feedback °
Beyond Mandates to Do So

organizations(37%)than do small companies(43%,
8% and 13%, respectively).

m All Contractors With
Offices Near Residential
Communities

® Contractors Highly Engaged
With DEI Practices With
Offices Near Residential

However, small companies more frequently hire from
the communities surrounding their offices(64%)

and have policies on hiring formerly incarcerated
individuals(11%)than dolarger companies(53% and
2%, respectively).

SmartMarket Report

Communities
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Sidebar Article

The User ComesFirst
Designing for Justice, Equity, Diversity and Inclusion

taconference of the Society
for College and University
Planning(SCUP)five or so
years ago, a panel consisting
of students of colorasked analmost
entirely white audience of design
professionals what the designers were
doing to make spaces“where we of
color cancome and feel comfortable,
come and feel like there’sa sense of
belonging, come and feel like we don't
have to ask permission to be there,”
says Gail Shillingford, aprincipal at B+H
Architectsand one of very few people of
colorinthe audience that day. It wasn't
somuchaquestionasaplea, she says,
and it started Shillingford—who has
herown stories of feelinguncertain,
unwelcome and“other”thanthe people
who seemtobelonginaspaceorplace—
onanongoing efforttorespond.“We
candesigngreat spaces, we candesign
beautiful spaces,”she says, "but are we
necessarily responding to what it entails
tocreateatruly equitable, trulyinclusive
space?”
From herown explorations of where,
asawoman of color, she does and

doesn't feel at ease, she highlights
theimportance of flexible, adaptable
spaceswithoutbarriers; transparency
atthestreetlevel; stronginter-
relationshipsbetweeninside and out;
and programming thatinvitesawide
diversity of participants. She stresses
theimportance of designinghumane
environments for mixed-age, mixed-
income communities(rather than
exclusive towers thatbecome ghettos
of well-to-do singles and couples) with
welcoming, free public space that offers
asense of place and belonging.

Above all, she says, design for
diversity, equity andinclusion must
start withthe user: “We have to
understandthe userbefore we can
understand what todointerms of
creatingequity,” she says."We need
tobe engaging more effectively with
communities.”

Listen and Support

Fostering equity through community-
focused designand pre-design
processesisacentraltenet of the work
that Mithunhas been doingfor the

North Richmond Ecovillage concept rendering

SmartMarket Report
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pastfiveyearsinNorth Richmond, a
historically disadvantaged community
in Contra Costa County, California.
Formerlyredlined(anowillegal practice
inwhichfinancialinstitutions denied
fundingtoresidentsandbusinesseson
racist grounds), North Richmond—like
many racialized communities across
America—isdisproportionately affected
byindustrial pollution, urban heatisland
effect, wildfire smoke, floodinganda
housingcrisis.

Mithunfirstbegan working with North
Richmond as part of the 2018 Resilient
by Design(RbD)Bay Area Challenge,
which connected design professionals
withlocal communities to catalyze
ideasand collaborations toward a
comprehensive regional plan. To ground
the design processincommunity
priorities, Mithun's designers began
by listening.“The whole idea of ‘design
first'isjustwrong,”saysHilary Noll, an
associate principal and sustainability
integrationleader at Mithun.”We should
first be showingup, listeningand
servinginarole ofaccompaniment to
communities’collective efforts.”
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The projectteamincludeda
community-nominated advisory board
whose memberswere paid for their
time, both to make possible their fuller
participationandtorespect their
contribution of expertise. The team
also engaged a meeting facilitator from
aBIPOC-led community development
nonprofit, so that people of color were
speakingto people of color, defining
theirown priorities while the designers
listened.

Nolladvocatesforexpanding the
notion of “client”beyondreal estate
developersandinstitutionstoinclude
emerging community groups, such
asthose who participatedinthe RbD
initiative, and expanding the services
design firms provide to include capacity

SmartMarket Report
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Mithun Home Team and Community Advisory Board for North Richmond

building.“There are somereal structural
issues withregard to who holds power,
who holdsland, who hasaccessto
financingand soon,”she says. InNorth
Richmond, Mithunhas coachedthe
juniorreal estate staff of acommunity
land trust on the essentials of project
management; facilitated connections
among community leaders, countyand
housingauthority officialsand industry
professionals;and helpedbuilda
supportteamthatincludesanaffordable
housing finance manager, aland-use
attorneyand members of Engineers
Without Borders. Like Mithun, these
professionalsare working probonoto
advance such projectsasaneco-village
comprising housingand creekside
greenspace, aBlack wellness huband
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Designing for Justice, Equity, Diversity and Inclusion covmues
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ahorizontal levee torestore astretch of
the San Francisco Bay shoreline while
protecting the community from flooding.
“Dedicatingaslittleas 1% of revenues
canhave atransformative impact when
carefullyand thoughtfully applied,”

says Noll.

Datain Support of Equity

As meaningful community engagement
transformstraditional designand pre-
design processes, data can play auseful
role. To help the regional government of

the Portland, Oregon, metropolitanarea
(known as Metro) maximize the benefits to
historically underserved communities from
publicinvestmentsingreeninfrastructure
andamenities, Portland-based design firm
Knot has developed adata-based analytical

Dodge Data & Analytics « www.construction.com
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The User ComesFirst
Designing for Justice, Equity, Diversity and Inclusion covmues

tooltoinform decision-making. The
Environmental Justice Lens, as the tool
iscalled, integrates demographic and
environmental datato rank potential
land acquisitions.

"We're talkingabout ways to
understand where vulnerable
communitiesare in space,” says Michael
Yun, aprincipalatKnot, “providing
additional spatial demographic detail
sothatagencieshave abetter sense of
how to focus theirlimited engagement
resources, target the mostvulnerable
and marginalized people, make deep
connectionsand from there learnmore
qualitative information about what
peopleare concerned aboutand what
they might beinterestedin.”

The Environmental Justice Lens’s
criteria—based on criteriaidentified
inthe S475 million parks and nature
bond measure(2019)that provides for
the investments—include community
need, environmental burdens, flood
riskabatementandaccessto nature.
In evaluatingcommunity need,
the toolincorporates census data
pertaining toacommunity’sracial/

=

=

g
VoA

ethnic composition, ratio ofincome
to poverty, linguisticisolation, access
tohealthcare and several other
variables associated with historical
injusticesandreducedresilience.
Factors quantifying environmental
burdensinclude urbanheatisland
indicators, tree canopy distribution,
toxic site density, air pollution levelsand
anthropogenic noise. Asite’s potential
contribution to flood risk abatement
isbased onwatershed floodplain
modeling combined with zonal statistics
onvulnerable communities. The
accesstonatureindicatorassesses
aneighborhood’s acres of park, their
level of servicesand amenities, and
their popularity, allcompared with total
populationdistribution, toyield aratio
of popularity-rated acres of parkand
naturalareaperperson. Combined, all
four componentsinthe Environmental
Justice Lens provide anindexed spatial
modelto help the Metro government
prioritize investmentin supportof a
more equitable environment.

Knot hasalsodeveloped ananalytical
tooltosupportthe project teamfor the

< Mithun’s muted marsh rendering, part of the North Richmond project.

SmartMarket Report
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new Multnomah County library, adapting
the Environmental Justice Lensto
help the project teamfocusits public
engagement strategiessoastoreach
underserved census tracts. “Every
project hasits ownset of questions,”
says Yun, "and the analysis needs to
be tailored to the specific historic
inequitiesand the benefitsand burdens
of each project.”He emphasizes that
dataisanincomplete basis for decision-
making, and must support qualitative
community engagement.

Arenewed focusonthe needs
and experiences of the people and
communities served, more meaningful
and ongoing forms of community
relationship, and the innovative and
strategic use of analytical toolsare
all contributing to what Shillingford
saysisthe beginningof ahuge
conversation."We have to get smart
asdesigners, quite frankly,” she says.
“Thereisademand forequity,and we're
justscratching the surface of what
equitable space means.” |
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Case
Study

Centering Health Equity:

Three Spheres of Influence

Astheimpactsof COVID-19, climate-
fueled disasters, urbanheatisland
effect, pollutionandinadequate
housing compound the ongoing
impacts of historicinjustices, the
health of marginalized populationsis
disproportionately affected. The built
environment plays an enormousrole
insupportingorundermining health
equity, and design professionals have
significant opportunitiesto contribute.

“Through ourresearchand scan of

the design, real estate and planning
industry, andin talking with over 60
professionals, we found that many

are addressing equity indifferent

ways through their work,” says Erin
Ishizaki, a partnerat Mithunand
co-chair of Centering Health Equity,
aresearch programinitiatedin 2020
betweenthe Green Health Partnership
(acollaboration of the University of
Virginia School of Medicine and the US
Green Building Council)and Mithun."We
also heard, though, that people often
weren't sure where tostartordidn't feel
empowered to make changes. Sothe
research effort developedaconceptual
framework to help provide a mental
model forhow equity relatestothe
built environment, and to coordinate
collective action.”

The conceptual framework

comprisesthree spheresof influence:

1. Projectsandprograms, which
can affect distributional health
equity of fundamentalresources
forhuman health;

2. Policies, which canaffect
structural health equity through
community connectionsto
infrastructure and servicesin
the daily environment;

3. Cultureandinstitutions, which
can affect systemic health
equity throughinclusion,
empowermentand theirripple
effects.

SmartMarket Report

MITHUN

High Point

Here, we look at three Mithun-led
projects exemplifying the pursuit of
equityandinclusionineachsphere
of influence. Asthese projects
demonstrate, it's entirely possible for
asingle project tooperatein multiple
domains.

Distributional Equity
Designers’work with projectsand
programs makes distributional equity
theirmostaccessible level of influence.
Asanexample, High Point, a federally
funded HOPE VI project in Seattle,
transformed 713 dilapidated World
War ll-era public housing apartments
intoa1,600-unit development for
people of diverse ages, ethnicities,
family sizesandincomes. The project
includes parks, community gardens,
apubliclibrary, ahealth clinicand
aneighborhood center, allwithan
emphasis on humanand environmental
health.

Extensive pre-designuser-group
engagementinsixlanguagesrevealed
thatatopissue for community
parents was asthma. Minority children
experience higher-than-average
asthmarates, andasmuchas40%
of theirexcessasthmarisk canbe
attributed toresidential allergens
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suchasmoisture and dampness, poor
ventilation, deteriorating carpetand
other symptoms of socioeconomic
and racial/ethnic disparitiesin housing
quality.

Inresponse, all of the High Point units
prioritize high-quality indoor air—with
low-VOC materials, airtight drywall
installation, whole-house exhaust fans
andfiltered, fresh-airintake ports. In
addition, 60 of the units were designed
as Breathe Easy Homes, thefirstin
the country, with additional features—
suchasno-VOC building materials,
additional air filtering, hydronic heating
and enhanced construction practices—
to furtherreduce asthmatriggers.
Afollow-up study inthe American
Journal of Public Health found that
asthmatic childreninthe Breathe Easy
Homes enjoyed 63% more symptom-
free daysthanintheir previoushomes,
and required 67% fewer visits to the
emergency room. With fewer sleepless
nights, fewerabsences fromwork
andschool, increased exercise and
outdooractivities, and reduced medical
expenses, whole families’quality of life
improved.

Structural Equity
Structural equity can beinfluenced at
the policylevel, and pertainsto such
issuesasaccesstoparksand amenities,
the affordability of utilities, ownership
and control of land(including zoning),
and community-level resilience.
“Designers canaffect structural equity
byincorporating policy changes within
theirwork, atany scale,” says Ishizaki.
“These are midterm outcomes that
typically take abit longertoachieve.”
Anexample of aproject contributing
tostructural equityisthe Louisiana
Children’s Museum, a56,000-square-
footfacilitylocated oneightacres of
City Park, New Orleans,anda COTE Top
Ten Plushonoree. Following Hurricane
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Case
Study

CONTINUED

Katrina, andinlight of the state’s
perennially poor showing on educational
outcomes—among the lowest5%
nationwide—the museumreframedits
mission to contribute to environmental
andsocialresilience.

Asaresult, prioritiesdrivingthe
design encompass connecting children
tonature(including atrauma-informed
approachto their contact with water)
andintegrating the environmentinto
theirmuseum experience. Anarrival
sequence bringsvisitorsthrough
groves of live oaks, across afreshwater
lagoon(which also playsaresilience
roleinafloodwater catchment),
through immersive exhibitsandinto
acourtyardand sensory gardens.
Learningenvironmentsand other
programareas outside of the ticketed
zones make significantresources
and servicesavailableatnocharge.
Colocated at the museum are the Tulane
Institute of Infantand Early Childhood
Mental Health, which offers museum-
integrated programming, as wellas
literacy and parentingresources with
opportunities forgatheringand play.

lllustrating the potential structural
impact of equitable accesstosuch
amenities, students fromapublic
charter school that broughtits 120
students(98% minority and 98%
economically disadvantaged)for
classesatthe museumduring the
COVID-19 closure scored 35% higher
instandardized teststhanthe three
charterschoolsintheir cohortand
44% above grade level. Thisand
othermuseumsuccesses have led
toadditional funding and initiatives
innature-based learning city-and
statewide.

Systemic Equity

Thethird sphere of influence, culture
andinstitutions, has the potential
forthe deepestimpacts onsystemic

SmartMarket Report

Centering Health Equity:
Three Spheres of Influence

MITHUN

Liberty Bank Building

equity, through such domains as wealth,
educationand healthcare, andrequires
more organizational partnershipsthana
typical development might entail.

The Liberty Bank Buildingisa
101,646-square-foot affordable housing
developmentlocated on the site of the
first African American bank west of
the Mississippi, inaformerly redlined
neighborhood of Seattle.(Redlining
was acommon practice, nowillegal,
inwhichfinancial institutions denied
mortgagesorinsurance based onthe
racial characteristics of the applicant’s
neighborhood.)Developedbya
partnership of Africatown Community
Land Trust, the Black Community
Impact Alliance, Community Roots
Housingand Byrd Barr Place, the project
isaffordable to households earning
30% to60% of the areamedianincome.
Affordable ground floor commercial
space serveslocal businessesand
fostersasense of communityinthe
neighborhood.

AsaHomeFree demonstration
project, the building features materials
selected to provide a high-quality
indoorenvironment forresidents, and it
resultedinanew protocol, generatedin
collaboration with the Healthy Building
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Dodge Data & Analytics

Network, forhow the developerselects
materials. Corridors are daylit, and
amenities such as bike storage and
container gardens furthersupport
healthy lifestyles.

Theinstitutional values of the
partnering organizations extend the
development’simpacts far beyond
the buildingitself. These include anti-
displacement strategies(to prevent
gentrification), localand minority
hiring(including 30% women-and
minority-owned businesses, of which
more than half were Black-owned), the
developmentand support of Black-
owned enterprises, long-term African
American ownership of the building
and affirmation of the history of the
community.

“Projectslike these—where team
membersintervene on behalf of equity,
and question conventional practice—
have the potential to disrupt the
compounding of environmental and
historicinjustices,” says Ishizaki: “They
canimprove the quality of the places
where marginalized people areliving
today and expand access to high-quality
placesthat have theresources people
needtosurviveandtothrive.”m
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Sidebar Article

Avoiding Forced Labor in the Construction Materials
Supply Chain

tanytime,5in 1,000 workers
areinforcedlabor. Estimates
vary, but most put the number
of peopleinforcedlaborat 25
to 40 million, including atleast 4 million
children. Thoughatype of modern
slavery, forced laborisunlike chattel
slavery. Rather than beingowned
outright, forcedlaborersare not able
to control the circumstances of their
work, and therefore theirlives, including
consistencyinwhen, whereand how
many hoursthey are forced to work,
being coerced towork throughviolence
or debttotheiremployers, and other
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https://www.dhs.gov/blue-campaign/forced-labor#:~:text=Goods%20imported%20to%20the%20U.S.,criminal%20and%2For%20civil%20consequences
https://www.designforfreedom.org/
https://www.designforfreedom.org/home/design-for-freedom-toolkit/
https://www.designforfreedom.org/home/design-for-freedom-toolkit/
www.construction.com
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Data: Influences on DEI Engagement
" inDesign and Construction

Drivers for Current DEl Investments

Architectsand contractors whose companiesare engaged
inany DEl practices were asked to select the top reasons
forthatengagement fromthelist of 11options showninthe
chartatright.

Two of the topreasons for both architects and
contractorsare becauseinvestingin DElistheright thingto
doandtoencourage amore positive workplace culture. In
both cases, amuchhigher percentage of architects select
these reasonsthancontractors, butitisstillimportantto
note that they are among the most frequently cited reasons
that contractorsinvest, especially contractors whose
companiesare highly engagedin DEl practices(74% and
65%, respectively).

Architectsalso frequently selectincreased well-being
of their staff, whichisreported by nearly half. In contrast,
only 9% of contractorsreport thatincreased health/safety
of staff/workersisacause forinvestment. Other Dodge
research demonstrates the high degree of importance
contractorsplace onincreasing the health and safety of
theirworkers, so the low score here suggests that most
contractors do not make adirect connection between their
DElpracticesand safety and health, evenamongthose
highly engagedinthese efforts.

Instead, the other major factordriving currentlevels of
investment for nearly half(42 %) of contractors is the ability
toattractandretainworkers, andagain, nearly two thirds
(65%)of those highly engaged in DEl efforts select thisas an
importantreason fortheirinvestment. Amongarchitects,
thisisasecond-tierdriver,important toabout one third
(34%).

Othersecondtierdriversforarchitectsand contractors
include increasingdiversity inthe overallindustry, improved
collaboration, meaningful businessimprovements and
(especially for contractors)the ability to pursue more work.

Afew otherfindings of noteinclude:

« Morearchitectsand contractors from companies with
ahighlevel of engagement with DEl practices select
increasing diversity inthe overallindustry and meaningful
businessimprovementsthando others. This suggests
that many of them believe that DEl engagement can
have a positive impact ontheirbusinessesand the wider
industry, notably more thanrespondents atless engaged
companies.

General contractors more frequently cite increasing
diversityinthe overallindustry(32%), the ability to pursue
more work(30%)and government regulations(20%)

than do specialty trade contractors(17%, 8% and 10%,
respectively).

SmartMarket Report
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Top Reasons Companies Currently Invest in
DEI Efforts

Dodge Data & Analytics, 2022

Right Thing to Do

More Positive
Workplace Culture

Increased Well-
Being/Health/Safety
of Staff/Workers

Increased Diversity in
the Overall Industry

Ability to Attract/
Retain Workers

Improved
Collaboration at Our
Organization

Meaningful Business
Improvements

Ability to Pursue
More Work

Marketplace Pressure

Government
Regulations

Owner Requirements

m Architects

m Contractors

Dodge Data & Analytics
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Influences on DEI Engagement in Design and Construction

Factors Driving Investment in DEl Programs and Policies

Architectsand contractors were asked to select the top three
factorsthat would encourage their companies toinvest more
resourcesinincreasingdiversityandinclusion programs

and policies at their organization fromthe lists shownin the
chartsonthis page and the following one.

Architects

TOP INFLUENCES

Architects most frequently selectincreased new work

opportunitiesas one of the top three factors that would

encourage themtoinvestin DEI, followed closely by
increased ability to attract new staff and more inclusive and
positive workplace culture.

These findings differ notably fromthe reasons they

have made investments so far. Direct business benefits

like increased new work opportunitiesand theincreased

ability to attract new staff rank muchlowerasacurrent

driverthandothe desiretodotheright thingandto create
abetterworkplace culture. These findings suggest that
more knowledge about how DElengagement canyield these
benefits could drive more investment.

« Thedesireforincreased new work opportunities suggests
therolethat ownerscanplayinhelpingtodrive engagement
with DElintheindustry, by considering their diversity
and approachestoinclusionwhenreviewingarchitect
proposals(see page 53 for more information).

« Moreinformationabout how firms’staff recruitment
effortsareimpacted by their commitmentsto diversity and
inclusion could also help encourage greater engagement
across the design profession.

Havingincreased ability to attract new staff ranks even
higheramong respondents from midsize(45%)and large
(48%)firms thanit does for small ones(24%), and nearly half of
project managers(49%)also consider this highly influential.

OTHER INFLUENCES
Better clientrelationshipsandincreased staff well-being
formasecondtier of influential factors. Increased staff well-
beingis of greaterimportance to those withamoderate(39%)
orhigh(33%)level of engagement with DEl practices thanitis
forthose whoareless engaged(17%), which may suggest that
those more engaged with DEl have a higher expectation that
improved well-being of their staff is a potential benefit. The
challengeislikely in quantifying that impact.
Ownerrequirements, greater profitability and greater
employee engagement are also moderately influential.
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Factors That Would Encourage Architect
Firms to Invest More Resources in Increasing
Diversity and Inclusion Programs and Policies
(Selectedinthe Top Three)

Dodge Data & Analytics, 2022

Opportunities
Attract New Staff
More Inclusive and Positive _ 33,
Workplace Culture °

Relationships

" werseng T 27

Well-Being 27%
Owner _ o
Requirements 21%

Profitability

Greater Employee _ 16%

Engagement
Improved Internal - 10%

Collaboration °
Improved External - 8%

Collaboration °

Increased Ability to

Attract New People for 8%
Leadership Positions
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Influences on DEI Engagement in Design and Construction

Factors Driving Investment in DEl Programs and Policies

CONTINUED

Contractors

Contractorresponsesabout what would encourage themto
investinthe future are more consistent with the factors that
have encouragedtheir currentinvestmentsthanare the
architectresponses.

TOP INFLUENCES

Theirtop two most influential factors, increased ability
toattract new talentand desiretodotheright thing, are
the factorsthatarealready encouragingthose whoare
investingin DElto doso. Thissuggests that more concrete
examples of how DEI programs help recruit talent would
encourage more contractorstoincrease engagement with
DElat theircompanies.

- Encouragingly, more respondents under50(37%)include
theincreased ability to attract new talentamong the top
threeinfluential factors more frequently than do those
60andover(20%). This may suggest that areputation

for diversityandinclusion helpstorecruityounger staff
members, and it may be areason forwideradoption
inthe future, since attractingyounger peopletothe
constructionindustry hasbeenalong-term challenge.
Doingtheright thingis particularly influentialasareason
forthose whose companies are already highly engagedin
DEl practices(58%)to engage more. This suggests that
many of these contractors may believe thereis more that
they cando than what theircompany has already done.

OTHER INFLUENCES

Three of the factorsincluded in the study formasecond tier
of influence. Theyinclude a mix of items, including the pull
of businessbenefitsand improvingworkplace culture, and
the push of ownerrequirements.

Similarto doingtheright thing, havingamoreinclusive
and positive workplace culture is particularly influential
among those at companies with ahighlevel of
engagement with DEl currently. Again, this suggests wide
recognition of the continuing need toimprove, especially
amongthose already most engaged.
Ownerrequirementsrank fifthon thislist, but they rank
eighthasareasonforengagingin DEl currently. Thisagain
reinforces theimportance of ownersasadriver for future
engagement, and may reflect expectations that more
ownersare likely to have DElrequirementsin the future.
Respondents from the West frequently place owner
requirements(32%)in their top three, significantly more
oftenthanthoseinthe South(16%)and slightly more
frequently thaninthe Northeast(20%)or Midwest(27%).
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Factors That Would Encourage Construction
Companies to Invest More Resourcesin
Increasing Diversity and Inclusion Programs
and Policies (Selected inthe Top Three)

Dodge Data & Analytics, 2022

Attract New Talent
Desire to Do the
Right Thing

Opportunities

More Inclusive and
Positive Workplace

Culture

Owner
Requirements

Greater Profitability _ 18%
Better Client - 13%
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Well-Being of Workers °

Dodge Data & Analytics « www.construction.com



DIVERSITY, EQUITY AND INCLUSION IN DESIGN AND CONSTRUCTION DATA

Influences on DEI Engagement in Design and Construction

External Factors That Would Enable More DEIl Investment

Inadditiontounderstandingwhat hasled companiesto
make their currentinvestmentsin DEI, itisalsoimportant
toknow what factors will drive those investmentsin the
future. Internaltriggers for those investments, such asthe
ability torealize specific benefits, areimportant, but soare
factorsoutside of theirdirect control, which nonetheless
influence theirinvestments. Therefore, architects and
contractors were asked about the factors that would
enablethemtoincrease theirinvestmentin DEI.

Notably, despite the differencesinthe driversthat have
encouragedinvestment so farbetweenarchitectsand
contractors(see page 47), theirresponse to the external
factorsare verysimilar,and are thus shown togetherinthe
chartatright.

The majority of these respondents(84%)believe that at
least one of these factors would influence their company.
Notably, though, thereisnosingle factor ortwo that ranks
highly above therest. Instead, sevendifferent factorsfall
withina10-percentage-point spread, suggesting that all of
themare likely to have some influence.

« Thetopfactorishavingexamples of successful
programs by companies similar to ours. This finding
suggeststhatarchitectsand contractorsneed more
informationabout how toimplement these programs.
Notably, there are no significant differences by company
sizeinthose who believe thiswould be influential.
Theyalso seekmore information on the benefits of
adoptingmore practices, from the degree to which they
offeracompetitive benefitto more quantified dataon
benefits. Among contractors, the quantified datais
especially sought by large companies(33%), and among
architects, itis of particularimportance to project
managers(41%).
The architectswere also asked about the influence of
owners'prioritizing firms that are diverse, and project
managers(41%)again would be influenced by this more
thanothers. Thisfactor has slightly more impact than
owners setting DEl requirements, which suggests they
would preferacompetitive advantage over a mandate.
« Otherfactorsthatwould have someinfluenceinclude
having more trained staff and leadership commitments.

These findings demonstrate the importance of providing
more informationaboutinvestmentsin DEl programsin
theindustry, bothinterms of the benefits offered and also
toreveal strategies forimplementationand other best
practices.
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Access to Better Materials

Factors That Would Enable Companies to
Increase Investment in DEI
(Selectedinthe Top Three)

Dodge Data & Analytics, 2022

Examples of Successful
Programs by Companies
Similar to Ours

I

31%

Owner Prioritization of

: B 27%
Firms With Diversity*

Perception That
Diversity and Inclusion
Policies Promote a
Competitive Advantage
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Quantified Benefits
More Trained Staff to
o,
Implement Programs _ 22%
Effectively
Owner Requirements _ 22%

Company Leadership

18%

to Support Programs

None of These

Options 16%

|

*Only Architects Asked
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Influences on DEI Engagement in Design and Construction

Challenges to Increasing Diversity and Inclusion Efforts

Architectsand contractorswere asked about the top
challengestoincreasingdiversity andinclusion at their
organizationsandacrosstheindustryatlarge.

Challenges to Increasing DEI Efforts at
Their Companies

Notably, theresponses forarchitectsand contractors
were very similarabout the top challenges that prevent
theirorganizations frominvestingmore in DEI, revealing
that most of these challengesare industry-wide.
However, thereisalsono clear consensusaround one
ortwo challengesas the biggestissues. Instead, about
one quarter of architectsand contractors selected five
different optionsintheirtop three. This suggests that
many differentissues willneed to be tackled to see
significantincreasesin DElengagement.

« Thetoptwo challenges, lack of confidencein seeing
business benefits fromincreasing DEl effortsand not
seeingthe needforincreased efforts, reveal that many
donotrecognize thatlack of diversityisanissue or
thatincreasingdiversity andinclusion would improve
theircompanies. While this study demonstrates that
organizational, project and business benefitscanbe
achieved through greaterdiversityandinclusion, the
perceptionthatthereisnoneedtoimprove willbe
difficultto dislodge.

Concernsabout costand productivity impactsalso
suggest that some companiesview DEl effortsas
potentially disruptive. Companiesalsoreport that
lack of knowledge about whattodoisahurdle. These
particular concerns canbe addressed with more case
studiesand examples being provided to the industry.

These materials willneed to show any negative impacts

faced whenimplementing policies, but they also can
demonstrate that the positive impacts oncompanies
canoutweigh the negative ones.

Interestingly, very few cite specificresistance
eitheramongtheir staff oramongleadersasamajor
issue. While that may be due to the concerns already
expressed by therespondentsthemselves, it may also
suggestlikely adoption of more DEl efforts, should the
business case and the means of doing so with minimal
disruptions be more widely understood.

About 14% of respondentsindicate that they face other
challengesinadditiontothe onesincludedinthe survey.
Over half of themlisted finding diverse individuals with
the skills they need to be a challenge faced by their

SmartMarket Report

Most Significant Challenges to Increasing
Diversity and Inclusion Efforts at Individual
Companies (Selected in the Top Three)

Dodge Data & Analytics, 2022
Lack of Confidence in
Seeing Business Benefits 28%
From Increasing DEI Efforts
PN aeeatrors T 25
Increased Efforts 25%
Tooutwnat oo T -
About What to Do 23%
ettty impacts TN -0
Productivity Impacts 20%
Lack of Diversity at the _ 15%
Leadership Level °
Overcoming Internal
Resistance to These _ 10%
Programs

Lack of Commitment at the _ 10%
Leadership Level °
Concerns About Changing
8%
Company Culture °
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organization, and this was pointed out equally by Most Significant Challenges to Increasing Diversity
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architectsand contractors. Afew architectsalso felt
their company was too small to tackle thisissue.

Most Significant Challenges to
Increasing DEl in the Industry

As with the factorsinhibiting greater engagement
with DEl effortsat companies, the findings about the
most significantindustry challengestoincreasing
diversity arealso closely grouped, with onlyan
11-percentage-pointrange betweenall the options,
andjusta3-percentage-pointrange betweenthe
top three. Again, this suggests that thereisnosingle
factorbut manyissuesthat deter wider adoption of
these efforts currently.

Architectsand contractorslargely agree about
thetop threefactors: lack of trained diversity and
inclusion professionals, the lack of confidence in
the business benefits of diversity andinclusion,
andvarying hiring practices across organizations,
soagain, these are challenges that stretchacross
the designand constructionindustry. Those highly
engaged with DEl efforts(37%)consider the lack of
trained DEIl professionals to be a particularly difficult
challenge.

However, there are notable differencesin
the share who rate some of the other challenges
among theirtop three. Architects more frequently
select thelack of coordinated effortsto provide
outreachtounderrepresented communities(31%)
andthelack of anindustry standard for promoting
underrepresented groupsto leadership positions
(26%)amongtheir top obstacles than do contractors
(17% and 12%, respectively). An even higher share of
those highly engaged with DEl efforts(35%)regard

thelack of coordinated effortsto provide outreach to

underrepresented communities to be achallenge.
These findings, especially when combined with

the concernexpressed by therespondentsabout

finding diverse qualified candidates, suggest

that theindustry needstofind waystoencourage

participation from more than those traditionally

involvedin construction. Specific examples

of successfulengagements with community

and Inclusion Efforts Within the Design and
Construction Industry (Selected inthe Top Three)

Dodge Data & Analytics, 2022

e i 50
Inclusion Professionals °

Lack of Confidence in the o
Business Benefits of Diversity _ 29%

and Inclusion

Organizations

Lack of Coordinated Efforts

Underrepresented Communities
on This Issue
Job Candidates 20%

Lack of Industry Standard for

Promoting Underrepresented 19%
Groups to Leadership Positions

organizationsand training could help those interested
inengaginginthese effortsbutwho don't know where
tobegin.
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Influences on DEI Engagement in Design and Construction

Role of Owners in Helping to Advance Diversity in Design
and Construction

Owners canbe true agents of changeindesignand Impact on Companies of Owner Efforts to
construction. Theirrequirements canreshape trendsinto Increase Diversity
established practices,and they canadd elements to their Dodge Data & Analytics, 2022

criteriaforevaluating bids that they think will benefit the

projectandtheindustry. Itislikely that owner engagement

withincreasing diversity andinclusion through their bidding

and proposalreview processes would have the impact

of encouraging the industry, but thatinfluence would be

affected by the degree to which the industry believesit can Architects

meet the standards set by owners.

Therefore, the respondents to the survey were asked Contractors 21%
about three topics:

« Dotheyagreeordisagree that ownerrequirementfor
diversity/use of diversity asa selection criterion would
create amajor burden for theircompany?

- Dotheyagreeordisagree that ownerrequirementsfor
diversity/use of diversity asa selection criterion would

Owner requirements for diversity will create
a major burden for my company.

Owner use of diversity as a selection criterion
will create a major burden for my company.

have a positiveimpact ondiversityinthe industry? Architects
- Dotheyagreeordisagree that ownerrequirementsfor
diversity/use of diversity as a selection criterion would Contractors 34%

have a positiveimpact ontheindustry asawhole?

Theresponsestoeach of these sets of questionsare shown
inthe chartsonthis page and the next forarchitectsand
contractors.

PERCEPTION THAT OWNER REQUIREMENTS FOR
DIVERSITY/USE OF DIVERSITY AS A SELECTION
CRITERION WOULD BE A BURDEN
Thechartatupperright show theresponsesof architects
and contractorsonthe degree towhich ownerrequirements
would create aburdenfor their organizations.

« Thereislittledistinctionintheresponsesbetweenowners
havingrequirements for diversity or just using diversity as
aselection criterion. Roughly the same share find each to
eitherbe ornotbeaburden.

« Architectsare much more sanguine about the impact
of these owner efforts, with well over one third actively
disagreeing with the assumption that they wouldbe a
burden compared witharound one quarter who agree.

« Over40% of contractors, in contrast, expect such
requirements/selection criterion to be amajor burden,
andonly about one quarter disagree.

mAgree mNeutral mDisagree

The notable share of architectsand contractors who are
neutralabout the impacts of these measures suggest that
they expect some challenges, but not major ones, if owners
were to take these approaches.

Throughout the findings, contractors have consistently
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Influences on DEI Engagement in Design and Construction

Role of Owners in Helping to Advance Diversity in Design
and Construction o

considered diversity to be aworkforce issue, with benefitsto Impact of Owner Efforts on |ncreasing Diversity
boosting the workforce and challenges due to limited skilled inthe Design and Construction Industry
resourcestochoose from prioritizedin theirresponses Dodge Data & Analytics, 2022

(see pages 28, 49and52). Therefore, itis not surprising that
contractorsare more concerned about the degree of burden
these approacheswould have ontheir ability to get work.
Not surprisingly, the share already highly engagedin
diversity efforts who expect that the owneractions will be
aburdenismuch smallerthan those at the low end of the Architects

Owner requirements for diversity will have a
positive impact on diversity in the industry.

14%

spectrum(17% versus 41%). Companies already focusing

ondiversity are better positioned to benefit fromthese Contractors 46% 28%
changes.

PERCEPTION OF THE IMPACT OF THESE OWNER

EFFORTS ON INCREASING DIVERSITY IN THE INDUSTRY Owner use of diversity as a selection criterion will
Again, in both sets of responses, thereislittle distinction have a positive impact on diversity in the industry.

betweenownerrequirementsfor diversityand owner use
of diversity asaselection criteria. Architectsare alsomore
positive about the potential for these owners’activities
toimprove diversityintheindustryand contractorsless
so, consistent with the responsesto the previous set of
questions. Again, with the contractor concernsabout finding
enough skilled workers at all, many may believe that owner
requirements/selection criteriawill not help them directly mAgree mNeutral = Disagree
addressthisissue.

Notably, well over half of those who have a high level of
engagement with DEl practices agree that these owner
actionswould improve diversity intheindustry. Thisisalso
likely due to their perspective about the degree to which
diversity canbeincreased based ontheirown experiences.

Architects 36% N%

Contractors

Impact of Owner Efforts on Improving the
Design and Construction Industry

Dodge Data & Analytics, 2022

PERCEPTION OF THE IMPACT OF THESE OWNER Owner requirements for diver'sit)( will improve
EFFORTS ON IMPROVING THE INDUSTRY the design and construction industry.
Responsesto thisquestionare similarto those about

increasingdiversityintheindustry. Itis notable, though, that Architects 23%
aslightly smaller share think these actions willimprove the

industry thanthose who think they willincrease diversityin Contractors

theindustry.
Asmallshare(7%)of respondents who believe that the

requirements will create amajor burdenalso believe that . . . L. .
having them willimprove the industry. Owner use of diversity as a selection criterion will

improve the design and construction industry.
BEST MEANS FOR OWNERS HAVING AN IMPACT

Architectsand contractorswere asked an open question
abouthow owners canbest help theindustry with diversity
andinclusion. The topresponsesincludedleading by
example and setting benchmarks/policies/goals. However, Contractors
many also felt that owners should not playaroleatall. The

findings suggest notable divisions across the industry about

therole ownersshould play in promoting diversity. = Agree mNeutral mDisagree

Architects
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DIVERSITY, EQUITY ANDINCLUSION IN DESIGN AND CONSTRUCTION

Diversity in Design and Construction Study

Theresearch was conducted from April 6
toMay 26,2022 utilizingan online survey/
Request for Information(RFl)issued by
the U.S. General Services Administration.
Sample was provided by the DD&A
Architectand Contractor panels.

Respondents

Allrespondentswererequired toworkata

companylocatedinthe USandtoworkon

primarily nonresidential construction.

 Architects: Respondentshadtobe
employed atanarchitecturalfirmora
design-build company thatleads with
architecture. Alljob roles were allowed
except graduate architect, drafteror
intern.

» Contractors: Respondentshadto
be employed atageneral contractor,
construction manager,design-build
company oraspecialty trade contractor/
fabricatorcompany. Alljobroles were
allowed except administrative staff.

418 professionals responded to the survey.
» 205 Architects
» 213 Contractors

Respondents work on commercial (87%),
institutional(77%), multifamily (55%),
industrial(47%), single family residential
(29%), transportation(17%), water/
wastewater(14%)and energy/power(9%)
projects.

« Distribution by Region
-Northeast: 20%
-Midwest: 25%
-South: 256%
-West: 30%
« Job Roles of Respondents
-Principal or Executive: 45%
-Design Architect, Project Architector
Staff Architect: 33%
-Project Manager or Project Director:
19%
-Other: 3%

SmartMarket Report

» Race
-White: 75%
-Asian: 9%
-Black/African American: 2%
-Native American/American Indian/
Alaska Native: 1%
-Native Hawaiian or Other Pacific
Islander: 1%
-Other: 3%
-Prefer Not to Answer: 14%
« Ethnicity
-Hispanic or Latino: 3%
-Not Hispanic or Latino: 84%
-Prefer Not to Answer: 13%
« Age
-30-39: 7%
-40-49: 25%
-50-59: 34%
-60-69: 24%
<70 orOlder: 10%
» Gender Identity
-Male: 69%
-Female: 24%
-Prefer Not to Answer: 7%
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Organizations, websites and publications to help you get smarter about
promoting diversity, equity and inclusion at your company and in your practice.

D NG
Construction
Network

Dodge Construction Network
Main Website:
www.construction.com

Dodge Construction Central:
www.construction.com/products
Market & Competitive Intelligence:
www.construction.com/products/
construction-market-data
Sweets:
www.construction.com/
products/sweets

SmartMarket Reports:
www.construction.com/
toolkit/reports

We would like to thank the U.S. General Services Administration for their partnership
inbringingthiscriticalresearchto the designand constructionindustry, which
demonstratestheirleadershipand commitment to thisimportantissue.

We thank BHDP for their skilled project coordination efforts and astute insights during
theresearchprocess.

We also thankall the people who contributed theirinsights, imagesand datain our
sidebararticlesand case studies for generously sharing their experiences with
diversity, equity andinclusion with therest of theindustry.

GSA

U.S. General Services Administration
WWW.gsa.gov

Diversity, Equity, Inclusion and Accessibility

atthe U.S. General Services Administration:
www.gsa.gov/governmentwide-initiatives/
diversity-equity-inclusion-and-accessibility
American Institute of Architects (AIA) Equity,
Diversity, Inclusion and Belonging:
www.aia.org/landing-pages/6436683-equity-
diversity-inclusion-and-belonging

Associated Builders and Contractors Inclusion, Diversity
and Equity Program: https://diversity.abc.org
Associated General Contractors of America Diversity
and Inclusion: www.agc.org/diversity

Boston Society of Architects (BSA) Equity in Practice
Resource Guide: www.architects.org/uploads/
BSA_EquitylnPractice_ResourceGuide.pdf
Culture of Care: https://buildculture.org

Design for Freedom by Grace Farms:
www.designforfreedom.org

International Living Future Institute:
https://living-future.org

National Association of Minority Architects:
www.noma.net

National Association of Minority Contractors:
https://namcnational.org

National Institute of Building Sciences 2021 Built
Environment Social Equity Survey:
www.nibs.org/projects/2021-built-
environment-social-equity-survey

North America’s Building Trades Union Diversity Toolkit:
https://nabtu.org/wp-content/uploads/2017/06/
Diversity-Toolkit-draft-6-15-17.pdf

U.S. Green Building Council (USGBC) Environmental
Justice LEED Credit: www.usgbc.org/credits/
cities-existing-communities-existing/v41-32

The contentsof thisreportare solely the responsibility of the authors and do not necessarily represent the official views of the GSA. GSA does not endorse any of the organizations referencedin this
report(including but not limited to the sidebar articles), and we do not endorse the views expressed or the products/services offered.

SmartMarket Report
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