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Pre-Apprenticeship Programs



STRATEGIES TO RECRUIT AND RETAIN WOMEN

Diversity in the Building Trades: Supply and Demand



Our Mission 

�u Recruit, retain and advance diverse workers in the union 
building trades, including women, people of color, and other 
under-served groups. 

�u Integrated supply and demand strategy:
– Supply: Creating a Pipeline of diverse workers
– Demand: Promoting policies and practices that create employment 

and advancement opportunities for diverse workers



5 Pillars of Work 

�uPre-Apprenticeship Training

�uOutreach to Diverse Communities

�uRespectful Workplaces

�uChildcare for Nonstandard Hours

�uAdvocacy





Pre-Apprenticeship Training
�u Pipeline for low to moderate income women, people of color, and urban 

youth to enter family-sustaining careers in the trades and address 
continued disparities 

�u Prepare participants to enter into a registered apprenticeship program

475 participants; 90% women and/or BIPOC; 86% placement



7 Key Elements
�u Outreach & recruitment

�u Applicant intake & assessment

�u Case management/Support Services

�u Employability and Occupational Skills training

�u Employment/apprenticeship placement

�u Retention 

�u Partnerships with industry stakeholders, CBOs and other allies





Outreach: Northeast Center for Tradeswomen’s 
Equity 

�uEducation campaign to expose women to careers in the 
building trades 
– Heighten the visibility of tradeswomen
– Connect women career seekers to tradeswomen
– GPS not Uber



Make Tradeswomen Visible





Build A Life That Works Results



Outreach: High Schools

�u High School Road Show

�u MA Girls in Trades

– Collaboration of Career Tech Ed High Schools, 
Unions, Contractors

– Encourage young women in Vocational High 
Schools to pursue careers in the union building 
trades
�u Conference & Career Fair 
�u Equity in the Trades Student Leadership Councils
�u Engagement with guidance counselors and 

educators 





Best Practices to Create Demand for Diverse 
Workers - Policy Group on Tradeswomen’s Issues

�u An ongoing regional collaboration of construction industry stakeholders crushing the 
barriers to good jobs for women in the construction trades.

�u Meeting for the past 13 years.



Best Practices to Create Demand for Diverse 
Workers
�u Set workforce participation goals – set high targets

�u Count and report - implement internal compliance infrastructure to monitor and adjust 
course 

�u Access and Opportunity Committees – multi-stakeholder group led by GC/CM
– REVIEW: diversity compliance across the project and for every subcontractor, focusing on high 

impact, poor performers.
– CORRECTIVE ACTION: plans and other best practices to ensure the project meets or exceeds goals 

for a diverse workforce, including frequent meetings with non-compliant subcontractors. 
– LEARNING COMMUNITY: members develop strong working relationships, recognize that they are in 

a unique learning environment and grow to share a commitment to making real change in an 
important industry

�u Diverse core crews 

�u Crush barriers to success
– Respectful Workplace
– Child Care 



Retention of Diverse Workers
�u 2021 Institute for Women’s Policy Research - “A Future Worth 
Building – What Tradeswomen Say about the Change They Need in the 
Construction Industry.” 

�u Survey of over 2600 tradeswomen and non-binary tradespeople 
reflecting on their experience in the industry. 

�u Over 44% of IWPR respondents reported that they left or seriously 
considered leaving the trades. Although there are a number of reasons, 
lack of respect or discrimination was the most cited reason. 

�u Recent incident on Turner Volpe site is a testament to the need to 
address racial and gender harassment head on 



Knowledge, Tools And Skills For Creating 
a Respectful Workplace

Respect, Inclusion, Safety and Equity



Construction-hours child 
care now available!

�gPilot program in Boston area working with 
licensed family child careproviders to offer 
child carestarting at 5 or 5:30am

�gChild careproviders all accept childcare     
vouchers, their weekly rates vary

�gScholarships for families without vouchers 
of $100/week for 6 months paid to provider 
for tuition discount



Contact

�uMary Vogel, mary@buildingpathwaysma.org; 

413-237-5507

mailto:mary@buildingpathwaysma.org
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Chil d Care Pil ot  – New York City, NY
�9 Partne rship  be twe e n Trade sFuture s, NYCBCTC and NEW (Non-

Trad itional Em ploym e nt for Wom e n)
�9 Child  Care  Pilot focusing on Vouche rs for NEW graduate s 

(appre ntice  or journe yworke r), an e m e rge ncy fund  of $10,000, and  
NEW has hire d  a Proje ct Manage r of Child  We lfare , who will be  the  
point pe rson to coord inate  with partic ipating  fam ilie s 

�9 Have  kicke d  off e nrollm e nt – have  re ce ive d  30 app lications 
�9 Will assist 10 fam ilie s with up to $1000 a m onth in vouche rs

�9 Proje ct Manage r working with fam ilie s to find  be st ave nue s 
for care  – whe the r that be  p ilot e nrollm e nt or e nrollm e nt in 
c ity or state  se rvice s

�9 Vouche r paym e nts are  m ade  d ire ct to provide rs
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Chil d Care Pil ot  – Milwaukee, WI
�9 Partne rship  be twe e n Trade sFuture s, Em powHe rand MKE BCTC
�9 Orig inal p roposal to re se rve  space  at a ne ar site  child-care  fac ility
�9 Pilot p roje ct has p ivote d  to focus on Vouche rs – we re  unab le  to 

re cruit anyone  from  the  ne ar site  proje ct to partic ipate  
�9 Vouche rs paym e nts will be  m ade  d ire ctly to provide rs; will 

pay half of child  carecosts for up  to a ye ar
�9 Active  outre ach p lan in p lace  with contractors working unde r 

PLAs in the  Milwauke e  Are a – Couture  Proje ct, Potawatom i 
Casino Expansion, and  othe r proje cts unde r NMA
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Diversity, Equity, and 
Inclusion



What Makes a Workplace Diverse, Equitable, 
and Inclusive?

• Diversityin the workplace means intentionally employing a 
workforce comprised of individuals with a range of 
characteristics, such as gender, religion, race, age, ethnicity, sexual 
orientation, education, and other attributes.

• In an equitableworkplace, fair opportunities are provided for all 
employees based on their individual needs. This does not mean 
that everyone has the same opportunities, but that everyone has 
what they need as an individual to succeed.

• An inclusiveworkplace isone where people with all kinds of 
differences (visible and invisible) feelwelcomeandvalued for 
their contributions.



Construction Industry Barriers
• Lack of outreach & training
• Stereotypes and segregated vocational training
• Limited training and disparate impact of selection criteria
• Discriminatory hiring practices
• Differentiated OTJ training, job & OT assignments
• Micro-inequities over time



Increasing Diversity
• Women account for less than 4% of the construction industry (11% 

only if you consider white-collar & administrative jobs)

• Hispanic and Latinx workers represent under 33%

• Black and African American workers represent just 6%

• Asian workers represent 4.5%



Keep (all) Workers 
• People who leave the construction industry indicated it wasn’t 

because the work was too difficult or dangerous – they pointed to 
hostile work environments, harassment and lack of advancement 
opportunities

• On average – the cost to train ONE Ironworker apprentice is close to 
$60,000 for a four-year program. The investment in time and money 
is significant.



Women @ Work 2022: A Global Outlook
“5,000 women in the workplace across 10 countries make clear that 
the pandemic continues to take a heavy toll on women”

ALL INDUSTRIES

https://www.deloitte.com/global/en/issues/work/women-at-work-global-outlook.html

https://www.deloitte.com/global/en/issues/work/women-at-work-global-outlook.html


Women @ Work 2022: A Global Outlook
Key findings: 
• Exclusion, lack of exposure to corporate leaders, unclear 

expectations
• Harassment and microaggression still exist
• Inclusive, supportive organizations gain a competitive advantage

Women who work for these companies report far higher levels of 
engagement, trust, and career satisfaction, as well as more 
positive experiences with hybrid working and lower levels of 
burnout. They also plan to stay with their employers longer.



Increasing Diversity by Building the Female 
Workforce

• Actively recruit women
• Have mentors and champions for women
• Create work circles where people feel safe
• Establish workplace policies that are welcoming to women 
• Improve benefits and maternity leave



Inclusive PPE: What Can Be Done?
• Manufacturers & Suppliers: Close the gender gap on the 

distributor’s shelves
• Carry brands that men and women can access
• Stock inclusive sizing

• Contractors: Provide ALL employees with appropriate PPE that fits.
• Conduct fit testing
• Purchase from companies focused on extended sizing and/or 

women’s workwear
• Regulators: Require employers to provide PPE that fits
• All: Involve women in decision-making



Being safe in your PPE equals

• Fit

• Function

• Comfort

• Durability

https://www.cpwr.com/ppe-for-women

https://www.cpwr.com/ppe-for-women


Equitable Sanitation & Security
• Health & Convenience

• UTIs
• Menstruation
• Having to change clothes/undress

• Safety:Aggressors often seek out 
vulnerable persons on an unsecured 
worksite

Employers should provide acceptable restroom facilities 
(without reducing the number of facilities for men)



Paid Maternity Leave Policies

• Help with retention
• Allow women to build a career and have a family
• Level the playing field
• Create more diversity in the long-term

Unions & Employers should consider both post- and pre-delivery. 
Physical work may pose risks to the pregnancy for some women.



Changing the Culture

• Create a positive safety climate/culture
• Train all employees on harassment, bullying, diversity, etc.
• Create peer mentorship programs or identify opportunities for 

informal mentorship



Doing the right thing



Recognize Inappropriate Behaviors & Know 
When to Intervene - Training

RED Flags:
• Unsolicited or unwelcome physical contact
• Rude, lewd or offensive jokes or language (The BIG 5)
• Negative or aggressive behaviors
• Belittling or threatening
• Feeling uncomfortable



Non-Verbal Cues

QUIET STRENGTHQUIET FEAR VS.



Mentorship Programs



�a�)�������f�,�;���,�B�$���f�B�,�H�B�����,�p���W�[�,�a�w
�T�W�H�$�W���A�u�����f�����[�a�;

���å�Ö�Ç�Ö�€�����ª�§�º�—�Ö
�7�Ç�å�Ö�Á�—�ö�º�—�ï�—�º���,�Ö�Ç�Á�ð�Ç�Ö�¸�—�Ö���ð�ª�à�§���;�Ç�•�€�º���h�n�k

���å�ª�º�“�ª�Á�¢���f�Á�ª�Ç�Á�����ª�ï�—�Ö�Ú�ª�à�ö���T�Ö�Ç�¢�Ö�€�À�����Ç�Ç�Ö�“�ª�Á�€�à�Ç�Ö



�Ð�Q���³���U�ª���³�Q�3���"�¹�*��� �¤�•�J�¤���r�Œ
�¹�:�������­�?�U���?�`�3���À�`�?�k�`���'�?�Ä���‘�™�?�¥�Ë���3���À�'�4���Ž�‘�k�3�‘�î�^���?�™���î���2�‘�������™�?�Ê�9�Å�����R
���­�?�U���?�`�3���¥�‘�î�����™���Ž�‘���9�î�Ž�Ž�‘���`�¥�?�����™�:�?�Ž���Ž�‘�k�3�‘�î�^���:�k�­�™�������­�`�����‘���¥�:��
�q�?�™�™�k�­�‘�?�����G�g�9� �T�~�*�™���`�k�`�9�Ž�‘�k�2�?�¥�!���¹�:�����q�?�™�™�k�­�‘�?���Ø�k�‘�R�™���T�`�?�¥�?�î�¥�?�Ä���&

���À�'���k�2�2���‘�™�����`�‘�k�U�U�����™���î�����k�^�Ž�‘���:���`�™�?�Ä�����?�`�¥�‘�k���­���¥�?�k�`���¥�k���¥�:�������­�?�U���?�`�3
�¥�‘�î�����™�&���Ø�����Ž�‘�k�Ä�?�������‘���U���Ä�î�`�¥���`�î�¥�?�k�`�î�U���™�R�?�U�U�™�������‘�¥�?�2�?���î�¥�?�k�`���¥�‘�î�?�`�?�`�3
�2�k���­�™�?�`�3���k�`���s�����¹�À�*�™���q�é� �����­�‘�‘�?���­�U�­�^�!���^���`�¥�k�‘�?�`�3�!�����k�`�™�¥�‘�­���¥�?�k�`
�?�`���­�™�¥�‘�Ë���`���¥�Å�k�‘�R�?�`�3�!���î�`�����Ž�‘�k�Ä�?���?�`�3���Å�‘�î�Ž�9�î�‘�k�­�`�����™���‘�Ä�?�����™���¥�k���:���U�Ž
���U�?�^�?�`�î�¥�������î�‘�‘�?���‘�™���¥�k���:���U�Ž���¥�‘�î���?�¥�?�k�`�î�U�U�Ë���­�`�����‘�‘���Ž�‘���™���`�¥�������Ž���k�Ž�U��
���`�¥���‘���¥�:�������k�`�™�¥�‘�­���¥�?�k�`���?�`���­�™�¥�‘�Ë�&

�'�­�‘�?�`�3���¥�:�����Ž�‘�k�3�‘�î�^�!���Å�������k�^�Ž�U���¥�����¥�:�����q� �é�����­�‘�‘�?���­�U�­�^���Å�:�?�U��
�Ä�?�™�?�¥�?�`�3���U�k���î�U���­�`�?�k�`���î�Ž�Ž�‘���`�¥�?�����™�:�?�Ž���¥�‘�î�?�`�?�`�3�������`�¥���‘�™���¥�k���3�?�Ä��
�Ž�î�‘�¥�?���?�Ž�î�`�¥�™���:�î�`���™�9�k�`�����Ê�Ž���‘�?���`�����!���?�`���î�����?�¥�?�k�`���¥�k�����k�`�™�¥�‘�­���¥�?�k�`���k�‘
�U�î���k�‘���?�`���­�™�¥�‘�Ë�9�‘���U�î�¥�������™�Ž���î�R���‘�™���î�`�����O�k�����™�?�¥�����Ä�?�™�?�¥�™�&��



�q�)�w���,�[���A���B�a�H�W�,�B�$
�,�A�T�H�W�a���B�a���,�B���a�)��

���H�B�[�a�W�f���a�,�H�B���,�B���f�[�a�W�w�{



�T�`���è�æ�ç�ê�!���T���™�¥�î�‘�¥�������^�Ë���î�Ž�Ž�‘���`�¥�?�����™�:�?�Ž���Å�?�¥�:���T�‘�k�`�Å�k�‘�R���‘�™
�g�k���î�U���é�ï�ì�&���T���î�^���`�k�¥���2�‘�k�^���¬�¥�&���g�k�­�?�™���î�`�������?�����`�k�¥���:�î�Ä�����î
�2�î�^�?�U�Ë���^���^�����‘���?�`���¥�:�������­�?�U���?�`�3���¥�‘�î�����™�!���™�k���¥�:�����¥�Ë�Ž�?���î�U

�™�­�Ž�Ž�k�‘�¥���™�Ë�™�¥���^�™���2�k�‘�����`�¥���‘�?�`�3���¥�:�����­�`�?�k�`�����­�?�U���?�`�3���¥�‘�î�����™
�Å���‘�����`�k�¥���?�^�^�����?�î�¥���U�Ë���Ž�‘���™���`�¥�����&���T���™�¥�‘�­�3�3�U�������^�Ë���2�?�‘�™�¥���Ë���î�‘

�¥�?�U�U���T���2�k�­�`�����‘���™�k�­�‘�����™���î�`�����^���`�¥�k�‘�™���?�`���Ä�î�‘�?�k�­�™���Ž�U�î�����™�&��

�Ö�•�¹���H�3�3�j���U�ª�•�j�•���³�3�*



�¬�­�����­�U�¥�­�‘���™���î�`�����¬�Ë�^���k�U�?�™�^
�¹�:�����™�¥�­���Ë���k�2���™�­�����­�U�¥�­�‘���™���k�2�¥���`�����k�`�™�?�™�¥�™���k�2���¥�:�����™�¥�­���Ë���k�2

�™�Ë�^���k�U�?�™�^���î�¥�¥�î���:�������¥�k�����U�k�¥�:�?�`�3�!���^�­�™�?���!���î�`�����k�¥�:���‘���Ä�?�™�?���U��
�î�2�2�����¥�î�¥�?�k�`�™�����Ë���^���^�����‘�™���k�2���™�­�����­�U�¥�­�‘���™�&���������?�¥�?�k�`�î�U�U�Ë�!

�™�k���?�k�U�k�3�?�™�¥�™���™�¥�­���Ë���¥�:�����Å�î�Ë�™���?�`���Å�:�?���:���¥�:���™�����™�Ë�^���k�U�™���î�‘��
�?�`�¥���‘�Ž�‘���¥���������Ë���^���^�����‘�™���k�2���¥�:�������k�^�?�`�î�`�¥�����­�U�¥�­�‘���&���¬�k�^��
�™�­�����­�U�¥�­�‘���™���î���:�?���Ä�����™�­���:���î���™�¥�î�¥�­�™���¥�:�î�¥���¥�:���Ë���î���•�­�?�‘�����î

�`�î�^���&���q���^�����‘�™���k�2���î���™�­�����­�U�¥�­�‘�����k�2�¥���`���™�?�3�`�î�U���¥�:���?�‘
�^���^�����‘�™�:�?�Ž���¥�:�‘�k�­�3�:���î�����?�™�¥�?�`���¥�?�Ä�����î�`�����™�Ë�^���k�U�?�����­�™�����k�2
�™�¥�Ë�U���!���Å�:�?���:���?�`���U�­�����™���2�î�™�:�?�k�`�™�!���^�î�`�`���‘�?�™�^�™�!���î�`�����î�‘�3�k�¥�&

�³�Q�3���$�•�t�ª�³�¤�¹�$�³�U�•�t���U�t�*�¹�ª�³�¤�Ö���ª�Q�•�¹�j�*���"�3����� � �¤�•���$�Q�3�*�����ª�������ª�¹�"�$�¹�j�³�¹�¤�3



�U�³�•�ª���Q���¤�*���³�•���e�¹�r� ���U�t�³�•����
�ª�¹�"�$�¹�j�³�¹�¤�3���Ö�•�¹�����¤�3���t�•�³

�H���r�U�j�U���¤���Ð�U�³�Q�����t�*���³�Q�¤�U�Ï�3



�3�Õ���r� �j�3�ª���•�H���r�3�t�³�•�¤�ª�Q�U� ���Ð�U�³�Q���"�¹�*

�/�Ê�î�^�Ž�U�����ç� �/�Ê�î�^�Ž�U�����è� �/�Ê�î�^�Ž�U�����é� 

�¬�¥�‘�­���¥�­�‘�������?�`�9
�Ž���‘�™�k�`���^���`�¥�k�‘

�Ž�î�?�‘�?�`�3���¥�:�‘�k�­�3�:
�¥�:�������À�'���Ž�‘�k�3�‘�î�^
�k�‘���k�‘�3�î�`�?�Õ�î�¥�?�k�`�™

�U�?�R�����q�?�™�™�k�­�‘�?
�Ø�k�^���`���?�`���¹�‘�î�����™�!

�î�`����� �k�î�U�?�¥�?�k�`���k�2
���U�î���R���¹�‘�î�����™

�À�`�?�k�`�?�™�¥

�T�`���?�Ä�?���­�î�U�U�Ë���‘���î���:
�k�­�¥���¥�k���î

�¥�‘�î�����™�Ž���‘�™�k�`���?�`
�¥�:�����¥�‘�î�������k�2���î
���À�'���™�¥�­�����`�¥

�?�`�¥���‘���™�¥���k�‘���Å�?�¥�:
�™�?�^�?�U�î�‘���U�?�2��

���Ê�Ž���‘�?���`�����™
�Å�?�U�U�?�`�3���¥�k���î�`�™�Å���‘
�¥�:�������À�'���™�¥�­�����`�¥�*�™

�•�­���™�¥�?�k�`�™���Ä�?�î
�¥���Ê�¥�,���î�U�U�&��

�/�`���k�­�‘�î�3�?�`�3
�™�¥�­�����`�¥�™���¥�k���™���î�‘���:

�2�k�‘���î���Ä�?�������î�`��
�^���`�¥�k�‘�™�:�?�Ž���¥�:�‘�k�­�3�:

�k�`�U�?�`�����‘���™�k�­�‘�����™
�U�?�R�����g���î�`���T�`���2�k�‘
�¹�‘�î�����™�Å�k�^���`�!
�¹�‘�î�����™���Ø�k�^���`

�G�î�������k�k�R���H�‘�k�­�Ž�™�!
�k�‘���¤�������?�¥�*�™

�,�‘�,���U�­�����k�U�U�î�‘�Å�k�^���`



�ª�³�¤�¹�$�³�¹�¤�3�*
�U�t��� �3�¤�ª�•�t
�Ø�?�¥�:���¥�:�����:���U�Ž���k�2���k�­�‘���À�`�?�¥�������Ø�î�Ë���g�î���k�‘
�g�?�î�?�™�k�`�™�!�����À�'���™�¥�­�����`�¥�™���:���U�Ž���k�‘�3�î�`�?�Õ�����î
�2�k�‘�^�î�U�����À�'���q���`�¥�k�‘���s�?�3�:�¥���Å�:���‘�������À�'
�™�¥�­�����`�¥�™���^�����¥���î�`�����3�‘�����¥���Å�?�¥�:
���™�¥�î���U�?�™�:�������¥�‘�î�����™�Ž���k�Ž�U�����î�`�����î�‘�����U�î�¥���‘
�Ž�î�?�‘�����&���/�Ä���‘�Ë�k�`�����^�­�™�¥���™�?�3�`���î�`
�î�3�‘�����^���`�¥���¥�k���™�¥�î�Ë���?�`���¥�k�­���:���2�k�‘���™�k�^��
�¥�?�^�����î�`�����:�î�Ä�����î�������‘�¥�î�?�`���î�^�k�­�`�¥���k�2
�?�`�¥���‘�î���¥�?�k�`�™���¥�k�����:�����R���?�`���Å�?�¥�:�����î���:���k�¥�:���‘�&��



�U�t��� �3�¤�ª�•�t
�•�¤�J���t�U�ß���³�U�•�t�ª

�q�?�™�™�k�­�‘�?���Ø�k�^���`���?�`���¹�‘�î�����™
� �k�î�U�?�¥�?�k�`���k�2�����U�î���R���¹�‘�î�����™���À�`�?�k�`�?�™�¥
���&���¡�:�?�U�?�Ž���¤�î�`���k�U�Ž�:���T�`�™�¥�?�¥�­�¥�����¬�¥�&���g�k�­�?�™
�¡�‘�?�������î�¥���Ø�k�‘�R

�Ø�����:�î�Ä�����Ä�î�‘�?�k�­�™���k�‘�3�î�`�?�Õ�î�¥�?�k�`�™�����k�^�����¥�k
�™�Ž���î�R���¥�k���¥�:�������À�'�����U�î�™�™���î�`�������`���k�­�‘�î�3�����k�­�‘
���À�'���™�¥�­�����`�¥�™���¥�k���O�k�?�`���Ä�î�‘�?�k�­�™���U�î���k�‘�9�‘���U�î�¥����
�k�‘�3�î�`�?�Õ�î�¥�?�k�`�™���¥�:�î�¥���^���`�¥�k�‘���î�`�����:���U�Ž���Å�?�¥�:
�`���¥�Å�k�‘�R�?�`�3���k�Ž�Ž�k�‘�¥�­�`�?�¥�?���™�&

�~�‘�3�î�`�?�Õ�î�¥�?�k�`�™���U�?�R��� 



�•�t�3���•�t���•�t�3���$�•�t�³���$�³
�Ð�U�³�Q���³�¤���*�3�ª� �3�•� �j�3

�¬�?�`�������T���:�î�Ä�����������`���?�`���¥�:�����?�`���­�™�¥�‘�Ë���2�k�‘���`�?�`��
�Ë���î�‘�™���î�`�����:�î�Ä���������Ä���U�k�Ž�������î���Å�?�������`���¥���k�2
���k�`�¥�î���¥�™���?�`���¥�:�������k�`�™�¥�‘�­���¥�?�k�`���?�`���­�™�¥�‘�Ë�!���T���Å�?�U�U
�‘���î���:���k�­�¥���¥�k���?�`���?�Ä�?���­�î�U�™���¥�k���™�Ž���î�R���k�`�����k�`���Å�?�¥�:
���À�'���™�¥�­�����`�¥�™���¥�:�î�¥���:�î�Ä�����Ž�î�‘�¥�?���­�U�î�‘���•�­���™�¥�?�k�`�™
�î���k�­�¥���¥�:�������k�`�™�¥�‘�­���¥�?�k�`���?�`���­�™�¥�‘�Ë���k�‘���™�Ž�����?�2�?��
�¥�‘�î�������•�­���™�¥�?�k�`�™�&��



�•�t�j�U�t�3���¤�3�ª�•�¹�¤�$�3�ª���³�•
�t�3�³�Ð�•�¤�g�����t�*���$�•�t�t�3�$�³

�g���î�`���T�`��� �?�‘���U���™���2�k�‘���À�`�?�k�`���¹�‘�î�����™�Å�k�^���`
�¹�‘�î�����9�¬�Ž�����?�2�?�����G�î�������k�k�R���H�‘�k�­�Ž�™����
�¬�­���‘�������?�¥�™���U�?�R�����,�‘�,���U�­��� �k�U�U�î�‘�Ø�k�^���`

�¬�k�^�����Ž���k�Ž�U�����Ž�‘���2���‘���¥�k�����k�`�`�����¥���k�`�U�?�`���!���î�`��
�¥�:���‘�����î�‘�����î���2���Å���Ž�U�î�����™���Å�����:�î�Ä�������`���k�­�‘�î�3����
�k�­�‘�����À�'���™�¥�­�����`�¥�™���¥�k���O�k�?�`���k�‘�����Ê�Ž�U�k�‘�����Å�:���‘��
�¥�:���Ë�����î�`�����k�`�`�����¥���Å�?�¥�:���k�¥�:���‘���¥�‘�î�����™�Ž���k�Ž�U�����¥�k
�2�?�`�����Ž���k�Ž�U�����¥�:���Ë�����î�`���î�™�R���•�­���™�¥�?�k�`�™�&
��
�¤�����k�^�^���`���������~�`�U�?�`����� �k�^�^�­�`�?�¥�?���™� 



�3�Ï�3�t�³�ª���â���$�•�t�H�3�¤�3�t�$�3�ª

�Ø�î�U�R�?�`�3���?�`���¥�:�������`�`�?�����q�î�U�k�`�����¡�î�‘�î����
�q�����¥���­�Ž���î�¥���î�`���î�‘���î�������¥�k���Ž�U�î�Ë���Ž�?�`���î�U�U����
�¹�‘�î�����™���Ø�k�^���`�����­�?�U�����s�î�¥�?�k�`�™��� �k�`�2���‘���`����

�~�‘�3�î�`�?�Õ�?�`�3�����Ä���`�¥�™���k�‘���î�¥�¥���`���?�`�3�����k�`�2���‘���`�����™
�2�k�‘�����À�'���™�¥�­�����`�¥�™���¥�k�����k�`�`�����¥���î�`�����:���U�Ž�����î���:
�k�¥�:���‘���¥�:�‘�k�­�3�:���¥�:���?�‘���î�Ž�Ž�‘���`�¥�?�����™�:�?�Ž�™�&���¹�î���¥�?�U��
�Ž���k�Ž�U�������k�?�`�3���¥�î���¥�?�U�����¥�:�?�`�3�™���:���U�Ž��
��
�¤�����k�^�^���`�������������¥�?�Ä�?�¥�?���™� 



�³�Q�U�t�g���J���¤�*�3�t�†���t�•�³��� �U� �3�j�U�t�3
�¹�:���‘�����î�‘�������?�2�2���‘���`�¥���`�������™���2�k�‘�����?�2�2���‘���`�¥���™�������™�#��





�"�¹�*��� �¤�•�J�¤���r



�¡�U���î�™�������^�î�?�U���î�­�‘�k�‘�î�&���?�:�U���‘�€�^�k�î�2�U���?�k�&�k�‘�3���2�k�‘���î�`�Ë���•�­���™�¥�?�k�`�™���k�‘���‘���™�k�­�‘�����™�&

�£�¹�3�ª�³�U�•�t�ª�Œ



Mentoring SMART Women: 
A coordinated approach to supporting safety, health, 
and wellbeing 

Lily Monsey, Research Coordinator
Dr. Marissa Baker, University of Washington

Department of Environmental and Occupational Health Sciences 

March 8, 2023



Study Background 
> Tra deswom en a re a t higher  r isk  for  a  va riet y of  psychosocia l a nd 

ph ysical r isk  fact ors on  th e job th an  th eir  male cou n terpar t s 

> Pilot  research  wit h  Wash in gt on  Wom en  in  t h e Trades iden t if ied 
m e nt orship as an int e rve nt ion st rat e gy t o of fe r e mpowe rm e nt  and sk il ls 
t o appre nt ice  trade swom e n t hrough targe te d suppor t  from  expe rie nce d 
jou rn eywom en  

> Par t n ersh ip w it h  SMART In tern at ion al, fu n ded by CPWR

> Par t  o f NABTU’s ef fo rt s t o  im prove work ing                                       
condit ions fo r fem ale const ruct ion workers 

> Me nt orship as an int e rve nt ion st rat e gy of fe rs e mpowe rm e nt  and sk il ls 
t o t rade swom e n t hrough targe te d suppor t  from  expe rie nce d 
jou rn eywom en  





Asynchronous Mentor Training 

Vide o, t ext , and audio e le me nt s 
15-25 minut e sect ions



Study 
Design 



Mentorship Training Evaluation 

After receiving this training, my
overall confidence as a mentor 
has increased.  (n = 20)

This training series was effective in  
advancing my understanding of  
mentoring relationships. (n = 20)



Mentorship Training Evaluation 

How did the tra ining change your confidence in the following skills? (n=20) 
not at 
all 

a 
little 

some
what

very 
much

Understanding the need for mentoring skills for women in the trades. 15% 40% 45%
understanding the role of trust, boundaries, and confidentiality in a 
mentor/mentee relationship. 

10% 5% 35% 50%

Understanding the importance of goal setting for supporting mentee 
growth. 

10% 25% 65%

Understanding how to use active listening skills to support my mentee. 5% 10% 40% 45%

Understanding the process of problem solving (ADAPT) and feeling like I can 
use it to help my mentee. 

5% 50% 45%

Understanding strategies that I can use to navigate challenges in 
mentorship. 

5% 10% 30% 55%

Understanding how to use a combination of mentoring skills. 5% 30% 65%



Mentor Feedback: training

“ [It  w ou ld  b e
h elp f u l  t o  lear n  
m or e  abou t ]  h ow  
t o   ove rcom e  t h e  
'I  don ’t  ne e d a   
m en t o r  r igh t  
n o w ' issue."

“ I really  e njoye d 
t h e   real lif e 
exam ple   be tw e e n 
Lisa and   [m ent or ], 
it  gave m e  a   lo t  o f  
in sigh t  in t o   h o w a  
real-lif e  sit uat io n  
cou ld   evolve and  
h o w t o   use t h e  
t o o ls I have  
availa ble…."

“This w as m y  
f avor it e sess ion.  
Lisa’s hear t f elt
st or y  m ad e m e  
w an t  t o   share
m ore.”



Quarterly Check -ins: (2 nd quarter)

> Ove rall t he me s:
– t he re’s no one  way to be  a m e nt or , and e ach m e nt e e  of t e n ne e ds a dif fe re nt  kind 

o f suppor t 
– Me nt ors are  most  fre que nt ly in it iat ing m e nt e e  int e ract ions 
– Text  check-in s and in -person m eet  ups (fo r  local pairs) are t he most  comm on 

m et h ods of  ch eck in g in  w it h  men tees 
– Re aching me nt e e s cont inues to be  a f re que nt ly re por t e d challe nge



Next Steps 

> Round 2 of mentorship  
underway

> Qualitative interviews with  
mentors, mentees, project  
coordinators

> Creating skill specific videos to add
to asynchronous training

> Analyzing:

> 5-year retention data

> Round 1 mentorship data

> Round 1 training evaluation

Photo courtesy of SMART International 



Applications for Broader Tradeswomen 
Audiences
> Int egrat ing in-person  tou ch st on es for  m en torsh ip 

(Sk il l-up t rainings, wom e n’s com m it t e e  me e tings, 
et c.) 

> Having a re source  for  m e nt ors (and m e nt e e s) t hat  
is not  at  t he local level who can help par t icipant s 
facin g an y ch allen ges 



Support and Acknowledgement

> CPWR
> SMART In tern at ion al 
> Ext ernal Advisory Board 
> St udy te am  me mbe rs: Dr . Noah Seixas, Dr . 

Hen dr ika Meisch ke, Pran av Sr ikan th
> Trainer : M Miller
> SMART ext raordinaire: Lisa Davis



Questions and Discussion

1. Have  you eve r be e n a m e nt or  or  me nt e e ? If  so, 
what  was your  expe rie nce  l ike ? 

2. Wh at  is n eeded for  men torsh ip program s in  th e 
t rades to becom e more w idesp read? 

3. Ot h er  qu est ion s abou t t h e program ?



Thank you! 

l i lym m 04@uw.edu



QUESTIONS?

Today’s webinar is being recorded and will be posted along with slides at 
cpwr.com/webinars.

Strategies to Recruit and Retain 
Women in Construction
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