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CITY OF SEATTLE
RESOLUTION A4 {5

A RESOLUTION conceqﬁing the City of Seattle’s interest in expanding access to economic
opportunity by increasing construction employment and providing career ladders for
those historically facing barriers to jobs in the construction industry, including women,

people of color, and otherwise disadvantaged individuals, particulatly those who are also
Seattle residents; greating the ad hoc Construction Careers Advisory Committee to
develop a report with recommendations to the Mayor and City Council on strategies to
improve access to ponstruction careers, including a targeted hire policy and pipeline and
training programs; establishing membership criteria for the Connmttee, and settmg forth
a Committee proc¢ss and schedule,

WHEREAS, the 2011 unemployment rate in Seattle-Tacoma-Bellevue was 8.9%; however, the
unemployment rates differed by race and gender; white men were at 8.7%, African
American men and women were at 18.1%, Latino men and women were at 13.9%, Asian
Pacific Islander m¢n and women were at 6.5%, and women who maintain families were |
at 10.6%; and |

WHEREAS, the City of Seattle funds and contracts for construction projects to construct, repair |
and maintain municipal facilities and infrastructure; and

WHEREAS, the City of Seattle protects the City and public interest by ensuring all such projects
under its purview are constructed and administered in accordance with plans,
specifications, coniract provisions, and provisions protecting the social and economic
justice policies of qge City; and

WHEREAS, in 2012 the City of Seattle spent approximately $220 million on public work
contracts through payments to private construction companies; and

WHEREAS, the City’s capital investment dollars create the equivalent work hours of 2 jobs per
million dollars spent, providing enough total hours to equal approximately 446 full time
construction jobs in 2012, with a similar number of total hours in most years; and

WHEREAS, the City of Seattle will continue major construction project bids and awards in
future years; and

WHEREAS, the City of Seattle is a strong supporter of and has found construction job training
programs, including apprentice and pre-apprenticeship programs to be an effective way to
prepare individualg for entry into construction jobs, and to ensure women, people of
color, and otherwise disadvantaged individuals, particularly those who are Seattle
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residents, can acquire the necessary job skills and be prepared to successfully pursue
construction careers; and

WHEREAS, under Seattl¢ Municipal Code Chapter 20.38, the City requires a percentage of
contract labor hou;s on public works to be performed by apprentices enrolled in
registered apprentice training programs, and pre-apprentice and apprentice training

programs have successfully established a meaningful diversity of apprentice workers; and

WHEREAS, apprentices on City projects in 2013 include 38 percent people of color and more

than 13 percent women representing a greater percentage of worker hours on City
projects than the percentage of people of color and women in journey level craft hours;
and

WHEREAS, the City intends to continue employment gains for women, people of color, and
otherwise disadvantaged individuals, in particular those who are also Seattle residents,
through pre-apprentice and apprentice training, but also through other meaningful
policies adopted by the City; and

WHEREAS, since 2002 the City of Seattle has pursued aspirational programs for women and
minority business participation in City funded construction work, and established pursuit
of aspirational goals for such businesses beginning in 2005 through Seattle Municipal
Code Chapter 20.42; and

WHEREAS, the City’s Women and Minority Business (WMBE) aspirational goals have
increased the share; of dollars spent with underutilized women and minority businesses
for construction of City funded projects; and

WHEREAS, the City’s progress in WMBE business utilization evidences the opportunity to
develop similar improvements for women and minority workers in construction, and also
recognizes that the gains made by WMBE firms need to be specifically considered,
protected and not harmed by any new hiring policies for construction firms performing
public works for the City; and |

WHEREAS, the City has ¢xecuted a Community Workforce Agreement (CWA) on the Elliott
Bay Waterfront Seawall Project with aspirational goals to increase employment of
women, people of ¢olor, and otherwise dnsadvantagcd individuals that face barriers to
employment in construction from the local region; and

WHEREAS, San Francisc@, the City of Los Angeles, and other jurisdictions, have found

comprehensive policies, rather than project by project solutions, to be the most effective
means to establish a consistent worker pipeline and continuous job opportunities; and that
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creating a steady ilow of jobs for workers is ideal because it provides workers with
experlence and tranmng, along with continuity for contractors and labor unions; and

WHEREAS, San Franmsqo adopted a targeted local hire ordinance in 2010 requiring contractors
to hire a percentage of local residents from San Francisco, and its annual report states that
34 percent in 201Z and 32 percent in 2013 of all craft hours were worked by San
Francisco residents; and 60 percent in 2012 and 56 percent in 2013 of all apprentice
hours were worked by San Francisco residents; and

WHEREAS, the City of Los Angeles adopted another solution to encourage local employment,
by covering constiuction projects totaling $1 billion dollars in value with a targeted
hiring Project Labor Agreement (PLA) with Community Workforce provisions for
targeted hiring and currently, Los Angeles has 33 percent of total craft hours and 23
percent of apprenticeship hours on these projects performed by local workers; and

WHEREAS, the City of Los Angeles has more than 1.2 million local work hours being
petformed by Los Angeles residents, including 10 percent by disadvantaged workers, and
an estimated $41 million in wages and benefits were earned by Los Angeles residents;
and

WHEREAS, it is importarit that the City understand contractor, labor union and craft hiring
practices, the demqgraphics of the City’s unemployed and barriers to construction
employment faced by women, people of color, and disadvantaged individuals,
particularly those who are City residents; and

WHEREAS, the City would benefit from the experience, perspective and knowledge contractors,
labor unions, construction workers, workforce training providers, community members,
and City experts have to review the policy approaches of other large cities, King County
and Sound Transit, review information about Seattle employment demographics, training
opportunities, and other data, to collaboratively explore, consider impacts and benefits of
various policy optipns and develop comprehensive long term strategies that increase
construction career|opportunities for women, people of color, and otherwise
dlsadvantaged individuals, particularly Seattle residents, in City-funded construction
projects; and therefore the City will create an ad hoc Construction Careers Advisory
Committee (Commlttee) to develop a report with recommendations to the Mayor and
City Council; and

WHEREAS, the City Council and Mayor intend to consider the recommendations in the
Committee’s report in determining how to increase construction career opportunities for
women, people of color, and otherwise disadvantaged individuals, in particular those that
are also Seattle residents, in City funded projects; and NOW, THEREFORE,

Form last revised: January 16, 2013 k!

_
(5

w?\%‘/




L~ - - B S« Y T VS B S

10
11
12
13
14
15
16
17
18
19
20
21
22

23

24
25
26
27

e

Patricia Lee/Traci Ratzliff
LEG Constr, Careers Reso
September 5, 2013
Version #1¢ clean

BE IT RESOLVED BY THE CITY COUNCIL OF THE CITY OF SEATTLE, THE
MAYOR CONCURRING, THAT:

Secﬁon 1. Definitions.

A. Advisory Committee: Construction Careers Advisory Committee.

B. Disadvantaged: individuals who are economically or socially disadvantaged, such
as low income, unemployed, veterans, residents with criminal backgrounds,
homeless, single head of household, and individuals with limited English
proficiency,

C. Report: the report of the Construction Careers Advisory Committee as more fully
described in Section 4.

D. Seattle resident: those reporting to reside within the City limits.

Section 2. Purpese. The City intends to consider the Report of the Advisory Committee,
established in Section 4 of this Resolution and the experience of other jurisdictions, and
to work collaboratively with contractors, labor unions, workforce training providers, and
the community to craft comprehensive long term strategieé to use in the City’s
contracting process to deliver the best possible product for the public while also working
toward the City’s S*Dcial equity goal of building an economy that can provide shared

prosperity for everyone.

Section 3. Guiding principles. The following principles will guide the Advisory
Committee and the City’s analysis and planning of strategies, programs or policies that
may improve construction career opportunities for women, people of color, and otherwise

disadvantaged individuals, particularly Seattle residents:
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10.

Seek policies that are as adaptable as reasonably possible without compromising the
effectiveness of such policies for the City, so that other public agencies across the
region éan adapt similar policies or join with the City in a collaborative effort, and
City policies can set an example for other agencies in the region,

Develop a permanent, durable policy that may be enhanced over time.

Provide solutions and opportunities that benefit women, people of color and other

disadvantaged individuals, in particular those who are also Seattle residents.

Support and further the City’s utilization of and dollars paid to woman and minority

businesses.

Protect and support the gains peoble of color and women have made in working on
City projects.

Support the warkforce pipeline including pre-apprenticeship and apprenticeship
training, and continuous employment through the apprenticeship training years
leading to journey-level work, as it is critical té the success of bringing and retaining
new individuals into construction employment,

Support and enhance the City’s responsibility to competitively Bid, manage, and
complete City funded projects on schedule and within budget.

Consider and protect City projects from unwarranted risk exposure, ensuring the
policy recommendations are legally appropriate.

Recognize that City resources are limited and the resources to effectively study,
analyze and support the Advisory Committcc, as well as resultant recommendations,
are limited and require trade-offs that the City must make for those dollars.
Recognize that community leadership and input is important, as is input and
leadership from: all stakeholders, including general contractors whose company

strength and economic stability provides local capacity and economic investment to
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Seattle; the woman and minority businesses who take the risks to establish businesses
despite challenges, and the union and labor leaders, who support these policies and
social needs while representing the employment practices that support all their
members.

Section 4. Ad Hoe Construction Careers Advisory Committee

A. Ad Hoc Advispry Committee. The City will create and staff an ad hoc committee
called the Congtruction Careers Advisory Committee to develop recommendations to
the Mayor and City Council on strategies to improve construction career
opportunities for women, people of color, and otherwise disadvantaged individuals,
and in particular those who are also Seattle residents. The Committee will be jointly
selected by the Mayor and City Council and will sunset on March 31, 2014 unless its
continued existence is authorized by future resolution.

B. Work Requested of the Advisory Committee. The Committee is requested to;

1. Identify and agree to the principles that should underlie any policies or programs
to increase access to construction career opportunities for women, people of color,
and otherwise disadvantaged individuals, and in particular those who are also
Seattle residents; and

2. Submit a written Report to the City, to be written by the Committee facilitator,
that answezrs the following questions:

a. What are existing barriers to construction careers for women, people of
colar, and those otherwise disadvantaged individuals, and in particular
those who are also Seattle residents, that any new program or policy
intervention should address? What barriers are specific to public works

contracting?
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b. . What could an effective targeted local hire approach be for the City of
Seattle and what outcomes does the Advisory Committee expect it could
achieve?

c. How else could the City use public works contracting to improve access to
construction careers for women, people of color, and otherwise
disadvantaged individuals, and in particular those who are also Seattle
residents?

d. Do¢s the committee recommend advancing a targeted local hire approach
in Seattle and if so, in what form?

e. Docs the committee recommend additional program or policy changes
and/or partnerships?

Identify Resources. The Committee should identify and recommend resources
needed to support any policy approaches they recommend, including but not
limited to staffing for monitoring and enforcing any target hire program, pre-
apprentice and/or apprentice program funding, and other related resource needs.
The Committee’s work on items (1), (2) and (3) above should be informed by
information on:

a. The cuirent workforce pipeline, including apprenticeship, pre-apprenticeship
and wotkforce training programs that prepare individuals for construction
careers,

b. The cutrent and projected demand for workers on City of Seattle capital
construgtion projects, and potential to influence the same through adaptable
policies for other capital construction projects by public agencies in the

region,
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c. Dispatch rules and processes for the construction trades and other non-union
processes, ‘
d. The experience of workers in the construction industry as expressed directly
by those workers, '
e. The City’s current public works programs, including woman and minority
business aspirational goals and apprenticeship requirements,
f. The demographics of the current regional construction workforce and public
works construction workforce, »
g. Gaps in the current data and potential sources to fill those data gaps,
h. Demogtaphics of the unemployed population in Seattle,
i.  Current barriers to employment in the construction industry,
j. The experience and models of other jurisdictions,
k. The Guiding Principles in Section 3,
C. Committee Appointment and Membership.
1. The Committee will consist of fifteen members to equitably represent the interests
important to a successful solution. Each member may also name one alternate member:
(5) Contractors (2 General, 2'Minority,;1 Subcontractor)
(3) Union rgpresentatives (Building Trades and NW Regional Council of the
National Construction Alliance)
(3) Coalition/community representatives
(3) Training or pipeline program providers
(1) Representative with policy expertise (labor economics or construction

workforce research.)
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2. All committee' members must be open to changing, modifying or retaining City

policies related to contracting, training and apprenticeships. Advisory Commiitee

members should agree to participate from interests, not from fixed positions.

3. Committee members must also recognize that the City will evaluate the

Committee recomumendations in light of the City’s legal, fiscal, business, construction

and contract responsibilities and needs for the City of Seattle, as well as local and

regional blisinéss and workers, to determine which recommendations are appropriate to

implement, and any adjustments needed to do so, and the resources available to

successfully implement.

D. Committee Staffing. The Department of Finance and Administrative Services {(FAS)
shall staff the Committee. Committee meetings will be facilitated by a consultant

~ hired by FAS.
E. Committee Duration. The Committee shall sunset March 31, 2014 unless its

continued existence is authorized by future resolution.

Section 5. Data Clollection and Research The City will compile or commission, to the

extent available resources allow, and supply to the Advisory Committee all available

results by November 2013, on the following information:

A. Construction workforce demographics for Seattle and King County, both union and
non-union, including race, gender, age, employment status, geography of residence
(by zip code if possible) by trade,

B. Existing construction workforce demographics for City of Seattle projects, including
race, gender, age, geography of residence (by zip code if possible), by trade and by

work hours;
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. Existing unemployed construction workforce demographics for Seattle and King

County including race, gender, age and geography of residence (by zip code if

possible), by trade,

. Studies or analysis about barriers to pre-apprenticeship, apprenticeship and

construction work, for women, people of color, or those otherwise disadvantaged

individuals, and in particular those who are also Seattle residents,

. Estimates of likely expenditures in City capital construction in the next ten years, by

type (roadway, facilities, underground utilities, electrical utilities, parks
development), given available data to extrapolate such estimates, and associated

projected work-~hours by type,

. Analysis of the current construction workforce pipeline in Seattle, including

apprenticeship, pre-apprenticeship and workforce training programs of the City of
Seattle, building trades unions, non-profits and the private sector, to understand gaps

in current programs that a new policy is needed to address.

. Comparative analysis of target hiring models used by other cities,

. Demographics about the unemployed workforce in Seattle and King County including

race, gender, age and geography of residence (by zip code if possible), and each
demographics’ likely availability in each construction trade. |

Forecast of supply and demand by trade to focus and identify training and pipeline

needed areas.
e
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Section 6. Schedule for Developing the Advisory Committee Report with

Recommendations.

Date : Action

October 2013- February 28, 2014 Advisory Committee meets and develops
recommendations. Meeting times, frequency
will be determined at a later date but it is
anticipated the Committee will meet twice a

month for five months.

February 28, 2014 ' Advisory Committee submits its
recommendations in a written Report to the

Mayor and City Council.

April 30, 2014 City Council and Mayor’s Office to respond to

the recommendations in the Advisory

Committee Report and/or introduce policy.

Adopted by the City Coungil the 25 42 day of agé’ YW Mb(?f , 2013, and signed by
me in open session in authentication of its adoption this £- 27,@1. day

of_Septembes , 2013,

President of the City Council

THE MAYOR CONCURRING:
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Michael McGinn, Mayor
Filed by me this _@day of Q&O\QQ/( ~, 2013,
% @7 /ﬁmm/

Monica Martinez Simmons, City Clerk

(Seal)
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Construction Careers Advisory Committee (CCAC) Meeting Notes
October 22, 2013

The meeting convened at 3:00 p.m. Nancy Locke, Director of Finance and Administrative
Services from the City of Seattle opened the meeting, welcoming everyone and thanking them
for participating in the Advisory Committee.

The Deputy Mayor of Seattle, Darryl Smith, explained that achieving shared prosperity for
economically disadvantaged Seattle residents is at the core of the group’s mission. He
acknowledged the diversity of interests in the room and thanked everyone for engaging in
these discussions.

Councilmember Sally Clark lauded the group’s participants as busy, smart people. She indicated
the desire of several council members and the mayor to see social justice and labor goals
achieved through this process. She closed by thanking everyone for contributing to something
that’s going to be doing a lot of good over a long time.

Daniel Villao, City of Seattle Labor Equity Program Manager, welcomed and thanked the group.
He stated the group would be discussing several topics related to targeted hiring. The goal of
this group, he explained, is to make recommendations that the council and mayor can use on 1)
whether to move forward with targeted hiring of women, minority, and the disadvantaged,
particularly from Seattle and 2) if so, recommend strategies how best to do that.

Rhonda Hilyer, the facilitator, asked the group if they had reviewed the materials emailed to
them about process. She then walked them through their charter noting the six questions the
group has to answer and what the process of consensus based recommendations looks like
(when all parties agree they can live with a recommendation, even if it’s not their ideal
solution). She noted if the group can’t reach consensus, they can make recommendations, but
only if it is supported by a majority of committee members.

She shared the Ground Rules and indicated that members would sit at the table and alternates
in the audience. She called out Ground Rule #14 indicating modification through consensus. In
response to a question with feedback from the group, the facilitator indicated that the
alternate is not to participate if their member is present.

The group agreed that there may be times when a committee member needs to ask his or her
alternate to provide special expertise or information on an issue that the member may not
have. It was also clarified that each member has one appointed alternate and that there are no
additional alternates.

The facilitator next drew attention to the Criteria that she said had been taken from the
resolution and explained that the group would use the criteria to help make decisions.

CCAC Meeting Notes - October 22, 2014 1



She walked the group through a mini-workshop on interest-based problem solving. She
explained the difference between positions (unilateral solutions that we try to advance or sell
to others) and interests (our needs, underlying reasons, concerns). She suggested the group
focus on interests as a way to achieve their goals.

Next, Daniel Villao shared a proposed work plan which is still being developed. He noted the
compressed schedule for these discussions. He explained the schedule: in December,
researchers from UCLA will present their findings on targeted hire; in January we’ll begin
framing recommendations and identify where tough issues are; in February we will finalize
recommendations so we can write report and in March submit the final work for approval. He
also noted a new member would join the City’s team on Nov. 4, Jeanne Fulcher, and that the
Committee will include a policy expert, Bob Watrus. Furthermore, he explained, the
Committee can draw upon experts from national apprenticeship programs, the Department of
Labor, and others as needed by the advisory group.

The group raised questions about targeting components, the city’s ordinance to do no harm to
women and minority businesses, and the pipeline. They discussed information gathering from
Seattle, from other cities, as well as reflecting on what has/has not worked in Seattle. One
member suggested presenting alternatives to the PLA approach to increase and implement
targeted policy. Another member suggested it’s important to learn what has been successful in
other locations but that it has to fit the city and it will be unique.

To close out the meeting, the facilitator asked for final comments from the group. Highlights of
those comments were:
e |I'm excited to roll up my sleeves and get to some tough discussions and honest dialogue
to move forward;
e | hope our recommendations will have teeth to ensure it can be implemented and
enforced;
e We can do something exciting for our community;
e We're committed to community inclusion and making sure employment is building
careers;
e [t's key that we fill the pipeline with the targeted groups because overall there’s a
shortage of people who want to come into the industry;
e Even with agreements with the city, it’s still difficult to get our students out to work;
e The demographics are changing rapidly and we need to focus on economic
empowerment in communities of color (jobs, building assets, building businesses);
e We appreciate the city leading the way in our state; we continue to make progress and
we have a Mayor and Council committed to shared prosperity;
e |t would be helpful to hold meetings outside of downtown and in the evening so the
community can observe our deliberations.

The meeting adjourned at 5:00 p.m.
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Construction Careers Advisory Committee Meeting Notes
November 12,2013 - 3:00 - 5:00 p.m.

Welcome/Work Plan/Ground Rules/Meeting Notes

After participant introductions (list attached), the facilitator shared a revised work plan with the
Advisory Committee (attached). She noted that dates had been added to the work plan for
January (8 and 22) and February (6 and 20). She also pointed out that a poll will be going out to
find two tentative dates in March, if needed. The work plan listed public comment periods to
be held at the December 10, January 8 and February 20 meetings. UCLA staff will provide
presentations on December 10 and January 8. The December 18 and March meeting(s) will not
have briefings, but will be an opportunity for the Committee to review briefings and hold
internal discussions.

The facilitator shared a revised set of Ground Rules resulting from last week’s meeting
(attached) and asked all members to sign the list acknowledging concurrence with the rules.
She also asked participants to review draft meeting notes from the October 22 meeting and
provide feedback for changes or additions by the end of next week, November 22, 2013.

City of Seattle Contract Structures

Nancy Locke, the Director of the Finance and Administrative Services (FAS) for the City of
Seattle provided a PowerPoint presentation (notes attached). She explained that three types of
contracts flow through her office: public works (construction), purchasing (materials and
equipment) and consultant contract policies (in the City, consultant contracts are decentralized
and generated in all departments of the City, but policies related to these contracts come from
FAS). She showed the City’s bidding and contracting manual: Standard Specifications for Road,
Bridges, and Municipal Construction 2011 and noted that potential revisions to contracts
resulting from the Advisory Committee would be changed through FAS and updated in this
manual.

Annually, Nancy explained, the city spends approximately $250 million on purchasing, $100
million on consultant contracts, and $200-$400 million on public works projects. She provided
breakdowns illustrating approximately 15% of City construction dollars in 2012 went to women
and minority business enterprises (WMBES).

She illustrated the City’s methods of public works contracting. First, and most common, is the
traditional design-bid-build approach where the lowest bid wins the contract. The alternative
public works approach is currently being used on the Seawall and has different rules on how
contractors are selected that take into account multiple factors in addition to price. Nancy was
asked if contractors with good records in meeting social equity requirements were given bonus
points or incentives on the next projects they bid on, and she replied that that can be a
stipulation in the alternative public works approach. Other methods included general
conditions and special conditions contracting.

CCAC Meeting Notes - November 12, 2014 1



One of FAS’s roles in contracting, Nancy explained, is to translate and implement social equity
requirements and other policy direction provided by the Council and/or Mayor’s Office.
Examples of social equity requirements she provided included green considerations, equal
benefits for domestic partnerships, WMBE, PLA, apprenticeship and pre-apprenticeship
programs. She provided a list of ways to implement social equity policies including FAS policy,
Council resolution or ordinance, Director’s Rule (which requires a public comment period) or
Executive order/policy.

She explained that when Federal funds are used in City projects, the city must follow federal
guidelines for small business use (SBE), disadvantaged business (DBE), and WMBE
requirements. She also said federal contracts prohibit the addition of supplemental
requirements or agreements onto contracts with federal funds.

In response to a question, Nancy explained that the Advisory Committee’s role is to advise on
whether there should be a targeted hire policy, what that policy should be, and what
mechanisms to use to implement the policy.

Nancy demonstrated how compliance and enforcement are implementation tools that can be
used for social equity provisions. FAS staff develop contract language that necessitates
adherence to a policy the city seeks. FAS conducts initiatives, training, outreach and
presentations to ensure contractors understand the city’s goals. FAS enforcement staff monitor
bid proposals to ensure contractors intend to meet city goals. More stringent tools include
withholding invoice payments, breach of contract, performance evaluation and potential
debarment. She indicated that three bad performance evaluations result in debarment which
prohibits the contractor from working for 5 years on public projects. Other monitoring
approaches, albeit much more staff intensive, are onsite interviews and random audits of
worksites.

Nancy indicated that in October the City mandated all contractors/subcontractors use specific
software that tracks and flags issues in payrolls, worker profiles, WMBE participation, etc.
When problems arise, FAS staff meet with contractors to guide improvement. This software will
make reporting, tracking and monitoring much better, Nancy said.

She also explained that recent passage of job assistance legislation regulates what employers
can ask during the hiring and application process. The City modified their background check
requirement to ensure greater worker confidentiality.

When asked if federal agencies were successful in implementing their social equity goals,
Committee members indicated it varied by agency. For example, the Federal Transit
Administration (FTA) was much more prescriptive about meeting goals compared to an agency
like the Environmental Protection Agency (EPA) for which showing good faith efforts was
acceptable.
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Advancing Construction Careers for Targeted Seattle Residents — What’s Working Now? What
are the Barriers?

Advisory Committee members were asked to give their perspective on what is working within
the City of Seattle to advance construction careers for women, people of color and otherwise
disadvantaged Seattle residents, as well as to provide their insight on what barriers exist to
these individuals entering construction careers. The group was also asked to define barriers
specific to public works contracting.

John Welch, Harbor Pacific Contractors, said the City setting apprenticeship goals puts hiring
entry-level individuals in the forefront for contractors. He said one of the biggest barriers over
the past few years has been the slow construction economy, but that’s less of an issue now. He
said there are efforts to try to get women into construction. Loading the pre-apprenticeship
pipeline would be important, and he indicated that there are very few public agencies
addressing funding and stoking the pipeline.

Jerry Dinndorf, Associated General Contractors of Washington, stated his belief that since the
City’s inclusion program is new, the jury is still out on whether or not the program has been
successful. He said for his members, success can best be achieved by setting realistic hiring
goals for contractors. In terms of barriers, he said a PLA’s limitation of 2 core employees can be
disruptive for minority contractors. He cited a minority employer who was limited from bringing
10 (presumably minority or disadvantaged) employees to the job site. He also said a barrier can
be that each public agency has its own program and policies that a contractor must follow. He
called for coming together around standards that could be applied to all public contracts. He
suggested this would increase efficiencies, save money, and the collaboration could result in
the best approaches on apprentice, pre apprentice, and that would incentive more contractors
to get involved in public works project.

Halene Sigmund, Construction Industry Training Council (CITC), said that apprenticeship goals
have been an advantage for disadvantaged workers in construction. However, she indicated
that pre-apprenticeship is an important way to prime the pipeline. A barrier she noted was lack
of a system that supports pre-apprentice funding, programs to market to and recruit the
targeted population we’ve been speaking of. She also echoed previous comments that a
number strong trades people as well as pre-apprentices and apprenticeship candidates have
left the industry because of the lack of jobs.

Jermaine Smiley, Laborers Union, said the requirement of driver’s licenses, car ownership, and
insurance can be an apprenticeship barrier to some urban residents. He stated his belief that it
may be premature to call the 2 core employee issue a barrier since the Seawall project hasn’t
started yet and any additional workers needed can be dispatched from the hiring hall. He
expressed concern about the low number of hours for apprentice and journeymen African
Americans and Native Americans in the City’s statistics. He stated his belief that either they are
not being allowed to journey out or they are being laid off.
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Marge Newgent, Construction Alliance/Operating Engineers, noted that the PLA offers pre-
apprentice opportunities and that it has increased overall diversity on construction projects. As
far as barriers, she said that day care is a barrier many of her members experience and that she
had experienced it herself. She noted that overall, the number of women in the trades has gone
down, not up. She cited the requirement of driving to work and the cost of insurance as a
barrier for some members.

Lee Newgent, Seattle Building Trades Council, said use of PLAs allows for preferred entry so
many contractors can do direct hire. He said institutional racism has been a barrier, citing the
high number of African American males he has experienced who have suspended drivers
licenses. Single parents and day care issues were also cited as barriers by Lee. Also, he said that
on the issue of core employees, when some workers don’t fit into an individual craft, that can
be a barrier, too. He also recommended a similar approach to targeting Seattle-based or more
local contractors as opposed to hiring those from out of the region or out of state.

Todd Mitchell, Helmets 2 Hardhats, said that while there are a number of programs to assist
veterans, those programs are not tied into the local pre-apprenticeship programs and that is a
barrier for veterans. He said more direct outreach that addresses veterans would be
appropriate.

Rev. RJ “Doc” Rivers, United Black Clergy/Greater Skyway Community Church, said the City
needed to learn from the Rainier beach project that promises to include young people from the
community did not take place. Drivers licenses, day care, and lack of opportunity for upward
mobility from worker to owner were the barriers he saw. Other barriers he cited were a lack of
African Americans on construction jobs that would serve as role models for young people to
aspire to. Negotiating with unions over background and drug tests to get jobs was also cited as
barriers he had experienced. He added that language is important and referenced the use of
“Black” versus “African American” on the City’s construction report.

Michael Woo, Got Green, said pre-apprenticeship has worked and that we should be making
sure that there are more or other opportunities for entry into the field. He noted that after
apprenticeship, the target group’s employment rates decline.

Andra Kranzler, Columbia Legal Services, said we are seeking a policy that is going to help the

following resident workers secure career wage jobs, in the construction industry, on city-funded

public works projects:

(1) Skilled non-union workers - Resident workers that have experience and are ready, able and
willing to work but lack opportunity to get employed;

(2) Unemployed skilled union workers — resident union workers that are not employed
consistently;

(3) Expand opportunity for Pre-apprentices and apprentices - Workers that need to be trained
and/or need support to address barriers to employment (chemical dependency, lack of
tools, or driver’s license).
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As for what’s working well, she expressed appreciation for the WMBE plans, high
apprenticeship goals, the new tracking/monitoring software the city is requiring and the
dedicated City staff who are committed to social equity.

Bob Watrus, Construction Careers Advisory Committee Policy Expert, encouraged clear
consistent policies in apprentice utilization and the importance of supporting a robust pipeline
to find, support, mentor and get the targeted groups into training, on jobsites, and into careers
in construction. He stressed the importance of apprenticeship and the pipeline by citing a
number of efforts that have had mixed results in connecting low-income employees on a
project-by-project basis.

Eric Alozie, Northwest Enterprises, thanked the city for convening this committee and for its
investment and commitment to social equity policies. To overcome barriers, he called for a
more robust pipeline that ties pre-apprenticeship to high school and involves the school system
in the pipeline. He noted that many young people aren’t sure what they want to do after high
school and could miss opportunities for a construction career.

Diane Davies, SVI - PACT, stated that her program has the capacity to train 70 pre-apprentices
per year and that having partners who actively seek pre-apprentices is critical to the success of
both pre-apprenticeship and apprenticeship. PLAs stipulations for preferred entry are also
helpful, she explained. She called for greater enforcement of these agreements and a
commitment across the board from every entity involved in construction. She cited the need to
let more young people know about the trades as a career path. She also said that about half of
18 year olds are able to meet the high standards required to be successful in this type of work.
She noted that the number of jobs is limited, so training more individuals than jobs will not
help.

Daniel Villao, City of Seattle Labor Equity Program, noted that training is important and
encouraged the Committee to focus their efforts on how to frame the opportunities to get the
targeted groups into the system. He acknowledged that other agencies are watching what the
City is doing around compliance and targeted hiring and are interested in the work of this
Advisory Committee. He said there may be interest in finding the best practices and creating
consistencies in policies and practices between the agencies in the region.

Ed Kommers, Mechanical Contractors Association, stated that it would be helpful to
understand the best practices of groups who have successfully recruited and hired the target
population. As for barriers, there is simply not enough work, he said, noting that 30% of his
apprentices are unemployed. Also, the nature of the work can be a barrier, stating, “This is not
like working on a laptop in the basement.” He suggested making the industry more appealing to
all people and giving them a realistic understanding of the work involved in the industry. He
said rules can be a barrier that drives contractors away from public projects.

Homework and Closing
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The facilitator encouraged the Committee to review the criteria for the December 10 meeting
(copy attached) and called attention to “C. Is this policy flexible enough to be utilized by other
public agencies across the region and still be effective for the City of Seattle?” She noted that
evaluating policies with this specific criterion in mind could allow for some level of
standardization across agencies.

In response to an inquiry about meeting in the community, she noted that for the most part,
the meetings will be held at the Seattle Municipal Tower, but for the meetings where there will
be public comment, staff are working on locations to accommodate the public.

The meeting adjourned at 5:00 p.m.
Meeting notes compiled by Ginny Ratliff, Agreement Dynamics, Inc.

ATTACHMENTS:

Sign-in sheet

Work Plan

Ground Rules (10/22 version)

Overview: City of Seattle Contracts (Power Point Presentation)
Criteria
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November 12, 2013 Sign In Sheet
Eric Alozie
Diane Davies
Jerry Dinndorf
Adriana Gamboa

Ed Kommers
Andra Kranzler
Nancy Locke
Todd Mitchell

Lee Newgent
Marge Newgent

Rev. Rivers

Halene Sigmund
Jermaine Smiley

Daniel Villao
Bob Watrus
John Welch
Michael Woo
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10.

11.
12.

13.
14.

DRAFT
Ground Rules for City of Seattle
Construction Careers Advisory Committee

The members commit to fully use an interest-based, problem-solving process. Each member
will articulate their interests (needs, concerns, reasons) rather than fixed positions.

The members will strive for “win-win” solutions and be willing to compromise as necessary,
so long as their interests are not undermined. They will seek to generate consensus-based
recommendations.

Consensus is achieved when all members agree they can live with a proposed solution or
recommendation, even though it may not be their preferred ideal solution.

Each member or their alternate will attend all sessions except for unavoidable
circumstances (e.g., illness, emergencies, etc.). Each member will ensure that their alternate
is fully briefed about the content of any meeting he/she cannot attend. Attendance via
electronic means will only be utilized in exceptional circumstances.

Alternates are welcome and encouraged to attend all meetings in order to maximize their
knowledge of the process. When their member is present, the alternate will have
“observer” status and be seated with the other observers. A committee member may ask
his or her alternate to provide special expertise and/or information on an issue that the
member does not have. In such circumstances, the alternate will provide the information,
but not engage in discussion.

The members will meet on the dates and times noted on the back of this document (once
confirmed) and may reconvene as needed.

Members will come to meetings prepared to articulate the interests of the body they
represent and to enter into joint recommendations to the Mayor and City Council.
Discussions will stay on task and topic. (Minimize tangents.)

The members will be open, specific and clearly express their views and interests.

The members will treat one another with respect and listen carefully to understand one
another.

Information and data will be provided to and reviewed by the members in a timely manner.
All members will come on time and prepared to fully engage in seeking mutually-acceptable
solutions.

All members will use the attached criteria to reach agreements and recommendations.
These Ground Rules may be modified by consensus of the members, so long as they are in
accordance with the attached charter.

| acknowledge | received this document, have read it, and agree to abide by these ground rules.
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DRAFT
City of Seattle
Ad Hoc Construction Careers Advisory Committee
Criteria for Policy Recommendations
(Adapted from Committee Guiding Principles)

Does this policy provide solutions and opportunities that benefit women, people of
color and other disadvantaged individuals, in particular those who are also Seattle
residents?

Will this policy stand the test of time and be both durable and able to be improved as
needed?

Is this policy flexible enough to be utilized by other public agencies across the region
and still be effective for the City of Seattle?

. Does this policy support and further the City’s utilization of and dollars paid to woman

and minority businesses?

Does this policy protect and support the gains people of color and women have made in
working on City projects?

Does this policy support the workforce pipeline, including pre-apprenticeship and
apprenticeship training, and continuous employment through the apprenticeship
training years leading to journey-level work?

. Does this policy support and enhance the City’s responsibility to competitively bid,

manage, and complete City funded projects on schedule and within budget?

. Does this policy consider and protect City projects from unwanted risk exposure,

ensuring the policy recommendations are legally appropriate?
Does this policy respect the input and interests of the leaders of all stakeholders,
including the community, general contractors, women and minority businesses and

labor unions?

Does this policy recognize City resource limitations, factor in required trade-offs, and is
the cost realistic?
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Construction Careers Advisory Committee Meeting Notes
December 10, 2013 - 3:00 — 5:00 p.m.

Worker Profile in City of Seattle Construction Projects

Saba Waheed, Research Director at Center for Labor Research and Education at UCLA and
Clarice Ovando Lacroux, Masters Student in Urban Planning at UCLA, were introduced to the
CCAC. Their purpose was to research and provide an evaluation of the hiring practices on City
of Seattle funded construction projects. Their revised® report is attached as a separate
document. (See Appendix E1)

Methodology: The UCLA team analyzed contractor data on 33 projects between 2009-
2013 covering 2780 employees. This sample size represents 7% of all Seattle public
works projects. From contractors, the team received information on age, residency,
race/ethnicity, gender, age, and skill level (journey or apprentice).There are some
missing values, but it is still a strong sample size and representative of the projects, they
explained.

Projects involved and percentage by expenditure: These were city funded projects to
construct, repair and/or maintain municipal facilities and infrastructure. They involved
roadway, electrical and other utility projects, facilities projects and parks development
projects.

Worker residency: Seattle residents comprised 6% of the workers in the sample (13% of
the Seattle workers are women and 10% are people of color). Outside of Seattle,
residents in King County comprised 25% of the workforce (39% of the King County
workers are women and 33% are people of color). Over half of the workers (53%) were
from Pierce and Snohomish County and 16% lived outside the tri-county area.

Economically disadvantaged areas: Defined as containing a high density of residents
living at 200% of the federal poverty level or below, are unemployed and/or do not have
a college degree.

Workers by economically disadvantaged areas: The researchers evaluated whether or
not the workers lived in economically disadvantaged zip codes: 77% of the Seattle
workers listed above resided in economically distressed areas, while 35% of King
County’s workers did. In total, 43% of all workers in King County/Seattle in the study

! The Worker Profile handout provided at the December 10 meeting was revised, subsequent to the meeting, to
address requests made by CCAC members and to correct an error in the data. The statistics provided in these
meeting notes reflect the corrected, final version of the attached report.
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lived in disadvantaged neighborhoods. Disadvantaged zip codes for Seattle and King
County were provided in the report.

Women and people of color in Seattle economically distressed areas: 77% of women
workers and 90% of people of color workers are from economically disenfranchised
neighborhoods.

King County (excluding Seattle) economically distressed areas: 24% of women workers
and 55% of people of color workers are from economically disadvantaged
neighborhoods in King County.

People of color on these projects: All people of color (POC) comprise 27% of the
workforce and perform 25% of the hours worked. Of the POC workforce, 56% are
Latino, 18% African American, 14% Native American, 9% Asian and 3% Pacific Islander.

Women on these projects: Women accounted for 5% of the workers and performed 7%
of the hours worked. Sixty-seven percent of these women were white, while 17% were
African American, 9% were Native American, 3% were Latino, 3% were Asian and 1%
were Pacific Islanders.

Apprenticeship and Journeymen: Apprentices made up 10% of workers and performed
12% of the work hours. Thirteen percent of apprentices lived in Seattle, and of those,
83% lived in disadvantaged neighborhoods. Thirty-one percent lived in King County, and
just over 1/3 of the King County apprentices lived in disadvantaged neighborhoods.
Women made up 14% of the apprentices and performed 24% of the apprentice work
hours. This is higher than journey-level women who made up 5% of the workforce and
worked 6% of the journey-level work hours. People of color made up 35% of apprentices
and worked 32% of the hours. At the journey level, they made up 27% of the workforce
and performed 24% of journeyman hours.

Key points: They concluded their presentation providing the following key points:

e The number of workers from Seattle is low (6%), but of those workers, 77% are
from economically distressed neighborhoods

e 69% of the workers on the projects studied come from outside of King County.

e Number of women workers (5%) could be higher.

e People of color workers comprised 27% of the workforce but only received 24%
of the work hours.

e Apprenticeship programs bring in young, POC, women and workers from
disadvantaged communities, but need to retain those workers through to
journey level so that they continue to get ongoing work.

e Next steps: Finalize profile report and provide analysis of targeted hire
approach.
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Next, the Advisory Committee and consultants engaged in a question and answer session:

Q: Isit true that only 132 people are identified as Seattle workers? How do you assess

whether 7% is a representative sample?

A: After interviewing 40-50 contractors, the consultants were confident these projects
mirror and are representative of the larger number of Seattle construction projects and
the sectors that the City constructs within.

Q: Is there a mapping of the zip codes?
A: Caninclude that with our next report.

Q: Did the data reflect which workers were dispatched to a project or covered by
collective bargaining agreement?
A: The consultants didn’t have access to that information.

Q: Do you have access to the numbers of unemployed and are seeking careers in
construction in Seattle?

A: That could be part of a demographic analysis; unemployed construction workers can
be found in census data.

Daniel Villao, Labor Equity Program Manager, thanked the UCLA team for their hard work and
short time frame in which they operated. He explained that when they come back, they will be

reporting on what tools and approaches have been effectively used in targeted hiring programs.

The facilitator encouraged the Committee to send her office an email if there is other data they
would like mapped out by the UCLA team.
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Public Comment Period

Next, the public was asked to provide comments to the Construction Careers Advisory
Committee.

Ryan Baalim, a member of the Bricklayers union, encouraged the use of PLAs on behalf
of his and other unions.

Annette Banda, a member of Laborers Local 440 and a FAST Jobs Rep, shared her
experience working on the light rail project in her Rainier Valley neighborhood. She
encouraged targeted hiring in the 98118 zip code, which she said is one of the most
diverse areas in the city, yet is grossly underrepresented on construction projects and
doing so would be good for the local economy and residents.

Gerald Stewart introduced himself as a founding member of Career Bridge, a movement
to help African-American men achieve career pathway jobs. He encouraged considering
alternate ways to get hired in construction (in addition to pre-apprenticeship and
apprenticeship). He said many members had families and didn’t have the time for
schooling because they needed work now.

Michael Woo, Director of Got Green, indicated that the presentation provided a
baseline for understanding how City dollars are being spent. He explained his group’s
purpose was to advocate for livable wages and to leverage construction dollars to create
jobs for under-represented communities in the green economy. He expressed
appreciation to the City for this and other efforts that, for example, resulted in the
Career Bridge pilot program. He shared his concern that everyone needn’t go through
the pre-apprentice program, and that people are ready to work now and need jobs. He
said pre-apprenticeship shouldn’t be a forced pathway for minorities.

Marilyn Moch, the owner of Phoenix Builders, made the connection between |-200 and
the subsequent gentrification of previous minority neighborhoods in Seattle. She said
she found the report helpful and encouraged the Committee to include in their targeted
areas those neighborhoods with large concentrations of people of color, most of whom
now live south of the city limits.

Allen Stowers, a member of the Seattle Housing Board, indicated he had witnessed
some contractors promising to meet hiring goals, yet in the end, ignoring those goals.
He expressed opposition to that and said taxpayers would also oppose not adhering to
public policy for targeted residents.

Eric Gustavson, a member of the iron workers union, saw a lot of work that didn’t

benefit the communities who paid for it. He encouraged the City to make good
agreements that benefit the community.
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Committee members discussed, commented on and responded to the public comments and
the UCLA presentation. They discussed displacement issues, the impact I-200 has had on the
community, possible strategies for generating greater access, and, in some cases, the need for
additional support to launch people into careers. They discussed demographic data and looking
at south County zip codes, including Federal Way and Kent. A question was raised whether or
not the criteria used to define disadvantaged worker would be sufficient to capture the
population sought. Improvements in the data were suggested like indicating new hires,
contractor core employees, preferred-, and direct-entry employees. A concern was raised that
the projects from the study were too small a sample and that notable projects where hiring
goals were met were not in the study.

To close out the session, the facilitator assigned homework. She asked the Committee to review
and indicate agreement or support in the comments made at the previous meeting about
what’s working and the barriers. She explained that at the next meeting the group would
review this work and see in what areas there is consensus. She reminded them of the ground
rule that consensus is achieved when all members can live with a solution even if it's not their
first choice.

The meeting adjourned at 5:00 p.m.

December 10, 2013 - CCAC Sign-in Sheet

Eric Alozie Elton Mason Jermaine Smiley
Diane Davies Todd Mitchell Hilary Stern
Jerry Dinndorf Lee Newgent Bob Watrus
Andra Kranzler Marge Newgent Brian Webber
Frank Lemos Halene Sigmund

AUDIENCE SIGN-IN SHEET

Bob Armstead Esther Handy Marilyn Moch
Ryan Baalim Eric Gustafson Anna Pavlik
Anette Banda Ubrix Grendheure Rebecca Saldana
Coco Chenelo Lisa Hebron Gerald Stewart
Justin France Patricia Lee Allen Stowers
Bobby Forch Eli Mason Michael Woo
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Construction Careers Advisory Committee Meeting Notes
February 20, 2014 — 3:00 — 5:00 p.m.

After introductions, Nancy Locke, Director of Finance and Administrative Services for the City of
Seattle, walked the group through a revised work plan. She explained the purpose of each
meeting, the presentations and/or discussions to be made at meetings scheduled for March 5
and 19, April 2 and 16, and for three additional meetings. The additional meetings will be
determined by a poll to be sent out to CCAC members.

Next, CCAC members discussed the process and wording of questions from their charter to be
discussed on March 19. Next, the group turned to a Tally Sheet concerning barriers they had
brainstormed at the November 12 meeting. The group discussed each one, revised the wording
in some and indicated whether they agreed that a statement listed was a barrier or not. The
barriers, as revised, are shown below, along with the CCAC’s determination if there was
consensus or not. Members’ comments are noted where no consensus was reached in order to
provide context when additional discussions on these issues are undertaken.

CCAC Barriers

Is this a barrier?

1. Lack of a system that supports pre-apprenticeship funding and programs to market to Group consensus
and recruit the targeted population. “yes”

2. Requirement of driver’s licenses, car ownership, and insurance can be an apprenticeship Group consensus
barrier to some urban residents; institutional racism resulting in a high number of African “yes”
American males with suspended drivers licenses.

3. Daycare for working parents. Group consensus

“yes”

4. Veterans programs are not tied into the local pre-apprenticeship programs and that is a Group consensus
barrier for veterans. “yes”

5. The lack of consistency on goals, apprenticeship, pre-apprenticeship, and enforcement Group consensus
among public agencies causes confusion and barriers. Consistency creates a bigger pool. “yes”

The solution recommended was a regionalized approach that could be replicated among
agencies related to more consistent goals, rules for apprenticeship/pre apprenticeship
and enforcement.
6. Lack of diversity reflective of the region on construction jobs that would serve as role Group consensus
models for young people is an issue, not a barrier. “yes”
=  Regarding diversity, there needs to be minority presence, visibility and a welcoming
to develop the critical mass that is reflective of the region.

= Maintaining a focus on African Americans is important.

=  When there’s a sense of futility about the ability to advance through the system
because of race or gender, that is a barrier.

7. Construction is cyclical. Now that the economy is in recovery, there is a great opportunity | Group consensus
to proactively expand construction careers and job opportunities for those who have “yes”
been underrepresented.

8. Overpromising or failure to clearly communicate the actual number of jobs available on Group consensus

construction projects is seen as a barrier that creates a false sense of opportunity for
jobs.
Suggestions given for how to conduct business going forward:
a. Communication needs to be clear and accurate about the opportunity, how
many jobs there are, the timing of the jobs, etc.
b. There needs to be education about the relationship between construction
dollars and jobs created.
c. Enforcement of hiring goals is important.

«, ”

yes
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9. Limitation of 2 core employees for non-union, minority subcontractors.

CCAC MEMBER COMMENTS:

Two core employee language is from the Seawall agreement. Larger PLAs allow up to
5 core employees.

This is a barrier for non-union contractors. Union rules allow contractors to bring 2-5
employees to a jobsite and the rest must be dispatched from the union halls. It’s a
barrier for them because they cannot use their established crews on a job.

For union contractors, this is not a barrier.

No consensus
achieved; needs
more discussion

10. With the low number of hours for apprentice and journeymen in the City’s statistics,
African Americans and Native Americans are not being allowed to journey out or they are
being laid off; similarly, after apprenticeship, the target group’s employment rates
decline.

CCAC MEMBER COMMENTS:

Advancement in the apprenticeship system is not great, but better than the college
system.

We lose certain people at a faster rate in the transition from apprentice to journey-
level, particularly women. Are there enough hours for people to complete
apprenticeship and reach journey level?

In the worker profile report we see that the percentage of hours worked by people
of color (25%) was lower than the percentage of actual workers (27%).

People are tracked well with apprenticeship and there’s enforcement; however,
that’s not the case for journey level workers.

How hours were being allocated, you have to factor in race and gender. We see
contractors not bringing on new and extra workers because they are temporary, so
others end up doing a lot of overtime.

The worker profile report shows that the people of color fare better with WMBE
firms.

The City has commissioned a consultant to do research on WMBE firms’ experiences,
challenges and opportunities in targeted hiring environment and what are the
solutions that other agencies around the country have found that help address or
mitigate these challenges.

Many local trades workers are in Canada on jobs (500 out of 2,500).

Completion rates for apprentices are better than for students at the University of
Washington.

A perception was voiced that the union, as an institution, is devoid of diversity. One
response provided was that the statistics on City of Seattle Construction Workforce
Diversity form shows that 12.5% of union apprentices in 2013 were African
American. The unions are pulling diverse groups into the pipeline and this is an
important conversation to continue.

No consensus
achieved; needs
more discussion
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11. The PLA and/or CWA agreements create hardships on small and minority owned
businesses. (Note: The group gave their consensus “yes” for further discussion on this
issue.)

CCAC MEMBER COMMENTS:

Dispatch rules can be different for each trade.

Some non-union people may be able to do a number of jobs (e.g., carpenter, painter,
laborer) that cover multiple trades.

The employee pay and benefit programs of non-union contractors often differ from
those of unionized workforce. Jobsite agreements can bring parity.

The trade-off on PLA/CWA jobs is there are no leafleting, picketing or work
stoppages from the trades.

The union’s job is to get more work for its members. They see core employee
language as a way to bring in new workers on projects.

From union’s perspective, if an open shop contractor has employees who do both
iron work and carpenter work, the employee should be paid different rates.

Union will accept other employer benefit plans if they meet or exceed the plans they
have in place for their members.

Contractor success is important to stakeholders in the CCAC.

How many minority or disadvantaged businesses and workers are not involved
because they see PLA/CWA as a barrier in some way? There’s not enough education
on how to work inside a PLA.

Rather than debate union vs. non-union, PLA/CWA merits/shortcomings, the group
should focus on implementation strategies to improve the situation for the targeted
group. For example, if the city should implement a PLA or a plan-specific approach or
something else, what are the best tools within each approach to create opportunity
that benefits the targeted group?

We need to define how we’re going to use pre-apprentices. There’s an opportunity
to move women and minority pre-apprentices into apprenticeship and then into
journey level.

Some prime contractors may use PLA/CWA as a way to exclude WMBEs.

No consensus
achieved; needs
more discussion

12. When core employees don’t fit into an individual craft, that can be a barrier. similarly,
workers that have experience and are ready, able and willing to work but lack
opportunity to get employed.

CCAC MEMBER COMMENTS:

a.

WMBEs are usually small businesses and their core employees often work in
different trades.

No consensus
achieved; needs
more discussion

13. Lack of opportunity for upward mobility from worker to owner.

No consensus
achieved.

14. Having to negotiate with unions over background and drug tests to get jobs.

No consensus
achieved.

Other Barriers

Individual CCAC members added the following barriers, not included in the initial list.
Pre-apprenticeship programs can serve as a barrier because it adds to the time it takes

to achieve apprentice and journey level.

If a high school diploma is a requirement for apprenticeship, it may exclude minorities
and immigrants because of their lower graduation rates. Perhaps a testing-out approach

would help some move into apprenticeship faster.

The group did not have time to discuss these items or determine if they agree that these are
barriers to be added to the list.
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The meeting adjourned at 5:00 p.m.

CCAC Members and Alternates Present:

Gregory
Jerry
Andrew
Andra
Elton
Todd
Marilyn
Lee
Marge
Gus
Halene
Jermaine
Hilary
Bob
Brian
Keith
Michael

City of Seattle Staff and Other Attendees:

Carlo
Jeanne
Esther
Patricia
Nancy
Martha
Anna
Daniel

Davis
Dinndorf
Kashyap
Kranzler
Mason
Mitchell
Moch
Newgent
Newgent
Sestrap
Sigmund
Smiley
Stern
Watrus
Webber
Weir
Woo

Caldirola-Davis
Fulcher

Handy

Lee

Locke

Ramos

Pavlik

Villao
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Construction Careers Advisory Committee
Meeting Notes - March 5, 2014

After introductions, Anna Pavlik, Labor Equity Program Supervisor for the City of Seattle Purchasing
and Contracting Services shared the purpose for changes to the work plan and briefly outlined the
agenda for each remaining meeting. She explained that a small sub-group will meet to discuss
and seek agreement regarding which policy intervention(s) the CCAC will be recommending.
Their recommendations will be forwarded to the CCAC for consideration at the May 5 CCAC
meeting. The small group will be comprised of 1 representative from each of the caucuses
(labor, contractors, subcontractors, minority contractors, community, training expert, policy
expert). She also indicated that to meet the legislative deadline for 2014, all work by the CCAC
must be completed by May 7, 2014. In response to an inquiry, she said others can attend the
small group meeting as observers. She also said experts can attend, if it has been cleared by the
small group in advance. Monday, March 10 was the deadline set for submitting representatives
to the facilitator.

One CCAC member, in response to the schedule, queried how the CCAC would be able to
respond to the report within a two week timeframe. The facilitator acknowledged the
challenges of this compressed timeline for all and explained that the body of the report (minus
the appendices) should be very brief.

Next, Chris Mefford, Erin Gengo and Spencer Cohen of Community Attributes provided a report
on the tri-county, Seattle and King County construction industry labor market. They were asked
to assess out how tight the labor market is and how the city can improve access for those
historically underrepresented in the construction industry. Key points made by Community
Attributes included:

e Between 2008 and 2011, Seattle lost 33% of its construction jobs; however, construction
employment has risen in Seattle by 5.1% since 2011. Presently, there are approximately
19,500 total construction jobs in Seattle (both public and private sector).

e In Seattle, specialty and construction of building trades were impacted more by job loss
during the economic downturn (36% and 34% respectively) than heavy and civil
engineering (20%).

e On average, the median annual wage rate for all tri-county construction workers in their
analysis is $53,000. This pay is across all sectors and whether a worker is union or non-
union.

e In 2010, in the field of construction, more women were employed as construction
managers than any other construction-related occupation in the tri-county area.

e Like other employment sectors, workers in the construction industry are aging, yet the
forecast within King County shows representation of the age group of 35-44 year olds
declining. As for construction workforce age distribution in 2012, approximately 34%
are under age 34; 26% are ages 35-44; 25% are ages 45-54, 13% are ages 55-64 and 3%
are over age 64 years old.
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e Presently, the average age of people entering construction apprenticeship programs is
29-31 and the average age for women is 38.

e The highest demand for construction workers in the future will be driven by the private
sector (housing, retail and office development), while the City’s share of regional
construction employment demand is between 3% (2013) and 2.7% (2019).

e The most work will take place in the utilities sector for City of Seattle CIP projects and
overall, City projects would support 400 FTEs/year (1800 hours of work equals 1
FTE/year).

e In 2012 in the tri-county area, nearly half of students completing construction-related
degree programs and pursuing employment in the construction sector were people of
color (49%).

e In-migration numbers for certain specialty trades were not included and those numbers
could be sizable.

e By 2019, estimates are Seattle will be in a tight labor market for construction trades
workers.

e Increasing the number of apprenticeship entrants for women and people of color is,
therefore, a worthwhile policy for the City to pursue.

The CCAC raised questions and discussed the City’s leadership opportunities related to
apprenticeship and employment in public works projects. They also discussed increasing
apprenticeship within the limits set by industry demand. They raised concerns about people of
color being underrepresented in construction employment (as compared to the general
population) in the City and tri-county and over-represented in unemployment. They also noted
while there are better numbers for people of color in apprenticeship, they have lower
representation in apprenticeship completion. Members also noted that unemployed workers
who have exhausted their claims are not counted in the unemployment statistics, and that
many of the “uncounted” are women and people of color and that they have given up seeking
employment in the industry. They also discussed greater participation of people of color and
women on City of Seattle jobs compared to other employers.

Barriers

The group next turned to the review of the barriers they reached consensus on at their previous
meeting. They had no changes to the wording of the barriers, and suggested that the barriers
be split out from issues and suggestions they had previously made:

1. Lack of a system that supports pre-apprenticeship funding and programs to market
to and recruit the targeted population.

2. Requirement of driver’s licenses, car ownership, and insurance can be an
apprenticeship barrier to some urban residents; institutional racism resulting in a
high number of African American males with suspended drivers licenses.

3. Daycare for working parents.

4. Veterans programs are not tied into the local pre-apprenticeship programs and that
is a barrier for veterans.
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5. The lack of consistency on goals, apprenticeship, pre-apprenticeship, and
enforcement among public agencies causes confusion and barriers. Consistency
creates a bigger pool.

6. Overpromising or failure to clearly communicate the actual number of jobs available
on construction projects is seen as a barrier that creates a false sense of opportunity
for jobs.

When asked if these barriers exist in public works contracting, the group indicated all did exist
in public works contracting.

Next, the group discussed barriers the City could probably not have an impact on:
e Daycare for working parents. The issue is that most daycare providers do not open in
time for construction workers to drop their children and make a typical jobsite start
time of 6:00 or 7:00 a.m. Most daycare providers are also not open on weekends.

Recommendations for the City

The group discussed barriers the City could have an impact on and made the following
recommendations for City intervention:

e The City should advocate for regional approaches to improve access and break down
barriers for underrepresented populations in the construction industry; specifically:

o Advocate for a driver’s re-licensing program at the municipal court that provides
services that existed prior to, and were cut during, the recession, including re-
licensing clinics, an ombudsman with the ability to pull tickets from collection
agencies (to prevent potentially thousands of dollars in fines), and develop
repayment plans that are not burdensome with high interest rates. According to
CCAC members, at least half of pre-apprentice students, as well as the broader
community, could benefit from this service.

o Communicate clearly, accurately and in advance about the number of
construction jobs, including how many jobs will be generated by location and the
types of jobs that will result from each city funded project. Also, encourage other
public sector project owners (e.g., Port of Seattle, King County, Sound Transit,
etc.) to do the same.

o Work with other regional agencies to reach consistent employment goals for
women and people of color, apprenticeship and pre-apprenticeship rules.

o The enforcement of hiring goals for women and people of color is seen as an
important recommendation to some CCAC members.

Suggestions for Overcoming Barriers
The group reviewed consensus suggestions to overcome barriers from the 2/11/14 tally sheets.
1. Use best practices for recruiting and hiring the target group as well as one common
set of these standards that could be applied to all public contracts.

CCAC Meeting Notes - March 5, 2014 3



2. Fund and stoke the apprenticeship pipeline to find, support, mentor and get the
targeted groups into training, on jobsites, and into careers in construction.

3. Establish clear, consistent policies in apprentice utilization.

4. Tie pre-apprenticeship to high school and involve the school system in the pipeline.

5. Make the industry more appealing and give prospective workers a realistic
understanding of what work in the industry is like.

6. Establish more direct outreach that addresses veterans’ needs.

The group turned to their suggestions where there was not consensus:

o Some CCAC members voiced concern about preferences for local contractors indicating
that other states would not hire them if they were from a state with such preferences
and that it would tend to increase the price of construction.

o Some CCAC members provided examples of how they or other locals (including
veterans) were losing business to out-of-state firms.

o The group suggested getting more information and to discuss further as time allows.

At this point, consensus exists regarding suggestions 1-6 shown above from the tally sheets.

Issues List
While not discussed specifically, the following issues were moved from the consensus barriers
list to the “Issues” list:
o Lack of diversity reflective of the region on construction jobs that would serve as role
models for young people is an issue, not a barrier.
= Regarding diversity, there needs to be minority presence, visibility and a welcoming
to develop the critical mass that is reflective of the region.
= Maintaining a focus on African Americans is important.
=  When there’s a sense of futility about the ability to advance through the system
because of race or gender, that is a concern and probably also a barrier.

Opportunity List
The following opportunity was moved from the consensus barriers list to the “Opportunity” list:
o Construction is cyclical. Now that the economy is in recovery, there is a great
opportunity to proactively expand construction careers and job opportunities for those
who have been underrepresented.

The meeting adjourned at 5:00 p.m.

Meeting Attendees

CCAC MEMBERS:
Eric Alozie
Diane Davies

Gregory Davis
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Jerry Dindorff
Adriana  Gamboa
Andrew  Kashyap

Ed Kommers
Elton Mason
Marilynn  Moch
Gus Sestrap

Halene Sigmund
Jermaine Smiley

Bob Watrus
Keith Weir
John Welch

Michael Woo
Marty Yellam

OTHER ATTENDEES:
Mark Beaufait
Jeanne Fulcher
Howard Greenwich
Rhonda  Hilyer
Patricia Lee

Steve Lee

Anna Pavlik
Ginny Ratliff
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Construction Careers Advisory Committee
Meeting Notes - April 2, 2014

After introductions, the UCLA consulting team was introduced to the CCAC: Saba Waheed,
Lucero Herrera, and Tia Koonse. Saba Waheed, lead researcher, explained the purpose of the
study was to examine how public agencies around the country have used targeted hire
approaches. She said they looked at project labor agreements (PLAs) and ordnances (14 case studies
and 35 stakeholder interviews) and 6 additional approaches with 20 examples. She thanked CCAC
members who provided interviews to the group.

Saba explained that, in addition to PLAs and ordinances, the other six tools that have been used for
targeted hire include:, contract provisions, contractor standards, community benefits agreements,
executive orders, resolutions, and free market.

Next, she described the use of ordinances for targeted hire. Saba defined an ordinance as legislation
requiring contractors to hire targeted workers in public projects and noted that once passed, it applies
to all projects under purview. She explained this approach’s advantages as threefold. First, it allows
local government to manage hiring practices on its construction contracts. Secondly, it’s durable and can
endure changes in leadership and third, provides uniform criteria that are clear, transparent and
consistent. Saba explained that the disadvantages of an ordinance are: potential conflict with the union
hiring hall dispatch system, its broad reach inhibits addressing opportunities or constraints of particular
projects, it is very susceptible to legal challenges, and may require investment into new programs.

Next Saba turned PLAs. A PLA is signed by the project owner and unions and sets forth workplace rules,
conditions, and other provisions, such as targeted hire requirements. A PLA can be project specific,
cover multiple projects or be agency wide. She explained the advantages of a PLA for targeted hire to be
that it can influence union hiring and dispatching practices, it can offer increased control and
coordination of different contractors and unions on large projects, it encourages labor peace and it
offers a dispute resolution mechanism. The disadvantages of a PLA are that it may potentially increase
barriers to small and WMBE firms, it can discourage open-shop contractors and workers, and it may
require investment in new program administration.

Next she reviewed hybrid models and listed them as:
e Ordinance mandating PLA with community workforce provisions
e Resolution or executive order calling for PLA with Community workforce provisions
e Ordinance mandating apprenticeship training and goals
e Ordinance with responsible contractor requirements

Saba Waheed then listed advantages that can result from the use of the targeted hire tools. Each
advantage examined is followed by the targeted hire tool(s) that matches that advantage(s).
e  Flexibility - PLAs; community benefits agreements; contract provisions.
e Uniformity—Ordinances; resolutions; executive orders; master or blanket community
agreement and PLAs.
e Duration — Ordinances; PLAs and contract provisions.
e Community participation — PLA and CWA.
e Job and worksite guidelines — PLAs are workplace constitutions; ordinances can have worksite
rules but have to be added through contract provisions.
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e Worker referral and hiring — PLA and ordinances.

Saba explained other factors considered when contemplating targeted hiring approaches:
e Size/scope of projects is a key factor in assessing which targeted hiring approach works.
e Minimum contract threshold for targeted hire varies by agency.

Lucero Herrera shared what the research team found to be best practices that can be used with any
targeted hire approach.

1. Engage stakeholders, facilitate collaboration and partnership and address stakeholders
concerns. She provided examples:

= Los Angeles County Metropolitan Transportation Authority (LACMTA)
community hearings and resulting PLA with minority-inclusive language.
= Addressing resident contractor concerns through a credit for hiring of new

Richmond, CA residents on any Bay area job.

2. Create inclusive, equitable and realistic targeted hiring goals that can be clearly
communicated and measured. She suggested researching targeted communities and the
industry conditions, defining targeted workers, establishing clear system to track
workers, and set goals for hours worked, rather than number of workers. For example:

= Milwaukee’s Resident Preference Program where three community programs
certify targeted workers for up to 5 years.

3. Educate stakeholders and communicate goals. She recommended pre-bidding
conferences, educational tools for stakeholders, sharing goals within the agency,
requiring an employment hiring plan, hiring a jobs coordinator or similar management
mechanism as well as engaging and educating community partners. She cited:

e LACMTA’s PLA requires contractors to hire an approved jobs coordinator to
identify and recruit targeted workers.

4. Develop a strong system for contractor engagement and promote WMBE participation.
She suggested developing contractor training programs, providing technical assistance,
and creating mentorship and networking opportunities between large and small
contractors. Examples she provided were:

e LAUSD small business boot camp.

e Portland Technical assistance fund.

e LAUSD job fairs and “Meet the Prime Contractor” events.

5. Create partnerships and secure funding to identify and recruit target workers. She
suggested connecting outreach and recruitment partners with contractors, providing
recruits with necessary support services, and providing funding and resources for
outreach and recruitment. She gave an example:

e San Francisco’s neighborhood access points throughout the city are
community-based workforce development partners provide job seekers
with a wide range of support services like career planning, job prep, access
to resources, child care, etc.

6. Invest in pre-apprenticeship programs. She included facilitating networking
opportunities for pre-apprenticeship programs and key stakeholders, dedicating funding
for pre-apprenticeship programs, and developing direct-entry apprentice programs. For
example:

e Sound Transit has a nickel-an-hour (worked) fund where proceeds support
pre-apprenticeship programs for targeted hiring.
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7. Support registered apprentices, which includes, setting apprentice utilization goals,
incentivizing the retention of apprentices in their 2nd-5th year of apprenticeship and
promoting contractor engagement with apprentices. For example:

e  Most programs reviewed for the study included apprentice goals, ranging
from 20-30%, some calling for specific goals for minority and women
apprentices.

8. Support job placement and worker retention, including developing a referral system to
place apprentices and journey-level workers on jobs sites as well as improving jobsite
conditions to increase worker retention. For example:

e QOakland’s Local Construction Referral Program has a registry of eligible
workers to assist contractors in meeting hiring goals.

e Portland’s community benefits agreement not only includes hiring goals, but
also jobsite environment/quality of life goals to promote positive working
conditions for people of color and women.

9. Create, staff and fund an active compliance system with a stakeholder advisory board.
This best practice includes the municipality overseeing compliance through staff. The
program has clear incentives for compliance and penalties for non-compliance and uses
reporting technologies to monitor efforts. Examples provided were:

e Port of Oakland PLA has a social justice committee to oversee
implementation of the targeted hire provisions.

e LACMTA PLA can assess prime contractors up to $500/day in damages for
falling short of targeted hire goals.

e Seattle uses LCP trackers and B2Gnow systems for reporting online.

e  When turn-around complaints occurred, Sound Transit implemented a
direct entry program.

Tia Koonse provided targeted hire considerations for the City of Seattle within 1-200 constraints, noting
that the City can implement voluntary, aspirational workforce diversity goals and require good faith
efforts that are measurable and enforceable. She recommended race- and gender-neutral criteria
targeting socio-economic factors like unemployment and poverty thresholds or specific communities
like single parents, transition-aged foster youth and returning veterans. She also indicated that those
organizations that provide clear justification for targeting preference tend most to survive legal
challenges.

Saba said that Seattle has begun a number of steps toward achieving a successful targeted hire program,
including:

Establishing the CCAC

Automating real-time payroll and compliance monitoring

Implementing the Seawall PLA, the first PLA with community workforce agreement provisions
Funding key research

Next, CCAC members asked questions of the research team and received responses:

Question: How did you pick the local PLAs and what is the dollar threshold for Oakland work?

CCAC Meeting Notes - April 2, 2014 3



Answer: We selected case studies for the report based on a literature review of what was
available. In Seattle, we focused on two PLAs with the most info available. The Oakland
ordinance applies to projects in excess of $50K.

Question: Page 89 of report shows that apprentice utilization in Seattle public works projects
from 2007-2013 is below 15%.

Answer from City: That’s true, however, about 28% of apprentices were people of color and
women are about 6-7% and that’s been consistent over the years.

Question: Your report calls for more support for second- to fifth-year apprentices; is that
found in other agreements?

Answer: It varies, some agreements have goals for first year apprentices, some have goals for
other years in apprenticeship. The Portland agreement contains on-the-job mentorship for
workers struggling in construction careers and also encourages women and minorities to
become recruiters in the community.

Question: From our information, local hire is unconstitutional and targeted hire can be legal
when clear criteria is used.

Answer: The Privileges and Immunities Clause states you can’t discriminate against citizens of
one jurisdiction over another.

Question: Can you create a list of these practices which are in existence in the city now?

Answer from the City: Yes, we’ll create a table get that to you before the next CCAC meeting.
Also, briefly, here’s what the City has done to date:

e We have engaged stakeholders and facilitated collaboration through the formation of
the CCAC process (committee includes all stakeholders, City department, Council and
Mayor’s staff) as well as other initiatives over time;

e We have an apprenticeship ordinance with specific goals for women and people of
color.

e We have promoted stakeholder education through our CCAC studies and discussions.

e We've hired a consultant to research and report on the barriers for WMBE firms and
options to overcome those barriers.

e The CCAC has shown commitment to pre-apprentice programs and providing support
will likely be included in CCAC’s recommendations. There’s also strong commitment
from the City, Council and the Mayor’s office.

e The City and Mayor understand that staffing an enforcement and compliance effort is
critical.

Next, CCAC members provided commentary on the presentation.
One CCAC member expressed concern that more Seattle and Washington PLAs should have been

included in the analysis presented. He also noted that the Portland project, which was called out as an
example of a best practice, was a pilot project, not an active agreement.
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One member expressed concern that there wasn’t sufficient data to support incentivizing 2-5 year
apprentices. He welcomed additional data.

Another member suggested feedback on how apprentice programs are addressing failures for women
and people of color. She asked, “What do you do to help keep them in the program?” She noted the
availability of resources to assist.

One CCAC member stated that the participation of people of color and women on the Seawall are good
for the City’s first community workforce agreement. He also indicated that the industry has improved
over time and that the apprenticeship graduation rates are better than college graduation rates.

Several CCAC members noted how the recession has impacted apprentice graduation rates because of a
lack of work for the on-the-job portion of their studies. One CCAC member cited an upswing in
apprentice completions but noted its a slow process. Another member indicated it was important to
consider why there are high drop-off rates for 2nd and 3rd year women and people of color apprentices.
Another member stated his belief that targeted hire is the best way to address this issue going forward.

Another CCAC member praised the mentorship best practice, sharing that Sound Transit has an evening
networking session for contractors and subcontractors to meet and network.

Next, the public was asked to provide comments to the CCAC.

First, Deepa Sivarajan from the Sierra Club connected local hire to environmental and social justice
concerns. She said hiring locally reduces commutes, promotes use of public transportation and
decreases displacement. She also said that in order for residents to have greater opportunities, the City
should require that 33% of its public works hours be worked by local residents, resulting in tax dollars
returning to the communities and the local businesses from which it came.

Next, Hashim Banks expressed his support for local hire, noting his four-and-one-half years of
experience working in the trades with people from outside his community. He said it’s important that
this work not be given to others and he hoped that this will be addressed by the City. He also expressed
the need for more people of color and women on the job.

Martha Ramos from FAST Jobs expressed her support for local hire and stated that community
participation is key to making this a successful ordinance. She also said an ongoing partnership with the
City, contractors, labor and the community will make this successful.

Susan Crane explained that she has been in the construction industry since the early 1990s and stated
her opinion that if we provide resources to get women in the trades it works. She also said the group
ANEW has been struggling because resources have been drying up. ANEW has been revived recently
with a federal grant and has seen electricians bringing in women and veterans.

One CCAC member expressed support of local hire and concern that only 6 out of 100 workers on City
projects are city residents. He called for Seattle construction jobs going to underrepresented
communities. He noted his belief that the City of Seattle is pursuing a free-market approach and that
approach is not working for communities of color and women. He also said that good faith efforts have
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failed in San Francisco and that the only way to achieve hiring compliance is with incentives and if that
fails, then penalties.

One CCAC member noted that women are heads of households who need jobs yet they are under-
represented in construction fields. Another CCAC member responded that Seattle’s numbers are highest
in the industry for hiring of women.

Nancy Locke summarized the City’s commitment to increasing the ranks of people of color and women
in construction. She noted that the City has brought together the best experts to consider the issue and
advise the City. She indicated that the Seawall agreement was a pilot program to see how effective a
CWA would be for achieving targeted local hiring and the result has been successful.

Saba explained that women have been the most impacted by the recession.

In response to an inquiry about legislation around the country that is similar to 1-200, Lucero explained
that in five states with similar legislation, there were employment declines for women and people of
color.

Daniel expressed his gratitude to the UCLA Labor Center for their support to the committee.

Nancy thanked the audience members for supporting the CCAC and for sharing their perspectives with
the Committee.

The facilitator closed the meeting by stating there were only 6 hours of discussion left to complete the
barriers discussion, agree to an apprenticeship statement, as well as develop components for an

approach/policy solution you want to recommend.

The meeting adjourned at 5:00 p.m.

Meeting Attendees

CCAC MEMBERS:

Eric Alozie
Diane Davies
Gregory Davis
Jerry Dindorff
Adriana  Gamboa
Dan Hutchins
Andrew  Kashyap
Ed Kommers
Andra Kranzler
Frank Lemos
Todd Mitchell
Marilynn  Moch
Lee Newgent
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Marge Newgent
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Jermaine Smiley
Hilary Stern
Bob Watrus
John Welch
Michael Woo
Marty Yellam

OTHER ATTENDEES:
Bob Armstead
Karen Armstead
Hashim Banks

Mark Beaufait
Carlo Caldiro-Davis
Susan Crane

Robin Everett

Jeanne Fulcher
Esther Handy
Rhonda  Hilyer

Lisa Hornfeld
Patricia Lee
Steve Lee
Anna Pavlik

Martha Ramos
Ginny Ratliff

Brian Robinson
Deepa Sivarajan
Connie Voget

Bob Zappone
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Construction Careers Advisory Committee
Meeting Notes - April 16, 2014

After introductions, Nancy Locke of Finance and Administrative Services (FAS), provided background
on each of the questions the CCAC was asked to answer at the meeting. She explained the first two
guestions on the agenda addressed how the City might set goals, while the third question related to a
potential jobs coordinator position and the fourth queried whether to require cultural competency
training on City contracts.

She said the City Law Department would advise FAS as to when the City may be limited to setting goals

for targeted hiring, WMBE utilization and apprenticeship and when the City may be able to set contract
requirements. In either case, Nancy explained that the City will utilize the strongest possible compliance
tools available.

The facilitator noted that an important point to include in the report is that throughout these
discussions she has heard CCAC as a group say they want compliance, accountability, and mechanisms
that get results. The group and the City agreed that this is a consensus-based recommendation.

The group discussed the first question: “Should workforce diversity goals/requirements be project
specific or standard across projects.”

First Nancy compared two approaches the City takes: in city code there is a requirement for up to 15%
apprentice utilization, and that is standard across all projects. On WMBE projects, goals are set based on
the type of project (roadway, parks, etc) and are updated each year based on past performance and
include a required good-faith effort.

One labor member expressed a preference for a standard amount on all projects and that standard
would be revisited in 5 years.

One community member expressed the desire for a consistent number across all projects, across all city
departments. He didn’t think this number should be left to the discretion of the individual departments.

One contractor member suggested that the goal should be based on a dollar volume that is logical for
the type of work being done. He said some projects were too small to require apprentices and targeted
hire requirements.

A labor member suggested a $ 1 million threshold for projects and that WMBE contractors should also
be targeted by the same zip codes, using the example of a subcontractor coming from Yakima.

Nancy explained that the threshold for apprenticeship is $1 million and for WMBE inclusion is $300,000.

In response to a suggested S1 million threshold, a contractor member said there needs to be a due
diligence study to ensure the dollar volume and type of work would be appropriate for apprenticeship.
He indicated the need to research $1-$5 million projects.

Nancy indicated she’d review the data and report back to the group.
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A community member noted the need to hear from contractors and suggested there may be a large
number of projects below $1 million that could be lost opportunities for hiring the targeted hire group.

A contractor member noted that looking at labor hours was a more realistic trigger than dollar volume.
He cited high dollar volume projects that have low labor hours. He said the City should be able to come
up with anticipated labor hours on a project and use it as a guide. He also advocated establishing the
targeted hiring and apprenticeship goals based on anticipated labor hours and as history is developed.
Goals should be project specific he concluded because one size does not fit all. Another contractor
noted that some contractors won’t bid on City jobs with targeted hiring policies or agreements in place
and that will result in less competition and higher building costs to the city and taxpayers.

Nancy said that where the City had been most successful getting WMBE participation was when the
goals were set based on work hour data for the specific industry; e.g., roadway work versus
landscaping. There is a table used, and it has percentage goals for each kind of project city wide.

A community member encouraged contractors both small and large to hire from the disadvantaged
communities, even if it meant leaving some of their core workers off the job. Another community
member echoed his suggestion and encouraged everyone to consider this an investment in our
community and to reflect on abundance, rather than scarcity.

After discussion concluded, the group determined by majority vote to recommend a standard
workforce diversity objective (either as a goal or requirement) across all projects with break points and
thresholds that are data driven by type of project, dollar volume or anticipated labor hours, whichever is
proven most appropriate after analysis and leads to aggressive, yet realistic goals.

Next, the group discussed the question: Should the City set workforce diversity goals/requirements
annually based on changes in data (like the City WMBE goals) or set a permanent goal?

One labor member suggested a 5 year review, while another member suggested annual review for the
first three years to allow for modifications to the program, after which he suggested a review every
three years.

A community member noted that San Francisco reviews annually and has an escalator if appropriate.
She agreed with a 3 year review.

After more discussion, the group voted and the majority agreed to a three year review.

Next the CCAC considered the question posed by the City: Should we build a jobs coordinator
function within the City or put funds into existing programs to fill identified recruitment and referral
gaps and funding needs?

Nancy explained that the consideration for placing a jobs coordinator was to ensure a regional outlook
and broad scale coordination between the community, training entities, recruiters, etc.
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One training expert noted the need to fund existing pre-apprentice programs, given that many run on
shoestring budgets.

One community member supported the idea of a jobs coordinator but suggested that the jobs
coordinator should be community based. He said a community-based person could better help
contractors achieve their good faith efforts because they could refer people directly from the
community.

Another community member noted that most apprentices are referred by a family member or friend
knowledgeable about the industry, and that there would be limited success for a recruiter from outside
the community. He said a coordinator from the inside can work with all parties.

A labor member expressed support for a coordinator, who is a community member, but who would not
be tied to or work in any specific community, so that economically disadvantaged workers could be
recruited from all zip codes of the City.

A contractor member noted the need for two functions: 1) recruitment and 2) referral. He cited the San
Francisco model where a contractor could call up a referral agency and get a list of names of individuals
who meet the targeted hire requirements and have them dispatched to the job. He said referrals were
very important to contractors.

A labor member reflected on his opinion that some past efforts to set up referrals had failed and that
the money would be better spent in pre apprentice funding and getting people put in the pipeline.

A training member noted the need for more education to alert potential apprentices of the
opportunities in construction, stating that 90% of her students came from family referrals. She said the
success of people working in the industry is what’s feeding more people into the industry. She
cautioned against more bureaucracy, particularly if that person(s) wasn’t knowledgeable of the industry.
She reiterated the need for funding to pre-apprenticeship programs.

Daniel Villao from FAS explained the need for an agency to take the lead on facilitation and coordination
at the regional level to bring the various stakeholders together. He said FAS would do a good job of that.
He also said their office can set the tone for the region’s development in targeted hire efforts.

One contractor member noted that the money would be better spent on existing programs, citing
Helmets to Hard Hats, SVI, ANEW as examples. He also gave his opinion that the City may not be in the
best position to be a clearing house to generate regional support.

One community member stated the need for a paid community member to provide these services
because so many are now volunteers, with limited time to devote to the substantial need for outreach,
recruitment and referral.

One training advisor suggested hiring someone from the community but housing them at the city, citing
the need for accountability, authority, and having a city-wide perspective.
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When asked, the group voted against hiring a new jobs coordinator position in the City but voted yes to
adding funding to existing pre-apprenticeship programs. The facilitator noted that minority opinions
could be included in the report and to submit those reports by May 1.

The group then turned to the next question if cultural competency training should be a contract
requirement.

In response, one contractor noted this was unnecessary because all federal contractors have EEO
requirements and conduct this training. He said they are conducting training for superintendents and
workers and that a contractor would be subject to audit and fines if this training weren’t taking place.

Lastly, in response to a CCAC member’s request, Nancy provided preliminary social equity performance
results from the Seawall CWA for the past 5 months (attached). In closing she suggested members email
their questions to Anna Pavlik and she’ll respond back to the group with the answers. Anna’s email is:
anna.pavlike @seattle.gov.

The meeting adjourned at 5:00 p.m.

Meeting Attendees

CCAC MEMBERS:
Eric Alozie
Diane Davies
Gregory  Davis
Jerry Dindorff
Adriana  Gamboa
Ed Kommers
Andra Kranzler
Frank Lemos
Todd Mitchell
Lee Newgent
Marge Newgent
Gus Sestrap
Halene Sigmund
Bob Watrus
Keith Weir
John Welch

Michael Woo
Marty Yellam
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OTHER ATTENDEES:

Mark Beaufait
Carlo Caldiro-Davis
Jeanne Fulcher
Jesse Gilliam

Esther Handy
Rhonda  Hilyer
Patricia Lee
Marisa Ordonia
Anna Pavlik
Ginny Ratliff
Pastor Willis
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Construction Careers Advisory Committee Small Group Meeting Notes
April 17, 2014

A small group, with one representative from each of the CCAC stakeholder groups, met on April
17 to discuss and make recommendations to the full CCAC Committee on a targeted hire policy
approach. Those representatives were: Andra Kranzler, Halene Sigmund, Jermaine Smiley, John
Welch, and Bob Watrus. Other attendees included: Howard Greenwich (SAGE), Rhonda Hilyer,
Patricia Lee, Nancy Locke, Anna Pavlik, Ginny Ratliff, Daniel Villao and Jerry Dinndorf.

After introductions, Nancy Locke from Finance and Administrative Services provided the
parameters for the discussion. She first asked the group to, for the moment, table the
discussion of WMBE impacts on any policy the group recommends since a report from
Armstead Consulting is coming soon. She said that would be examined and addressed later to
work with with the CCAC’s recommendation. She asked the group to advise whether the City
should pursue a PLA, an ordinance or a hybrid (ordinance with a PLA) to achieve its targeted
hire objectives. When asked, the small group didn’t wish to add another potential approach for
discussion.

The facilitator asked the group to share their interests and concerns vis-a-vis each policy:

Labor Stakeholder: Jermaine Smiley provided his perspective as one labor
representative. He opposed a stand-alone ordinance to achieve targeted hiring goals,
saying unions can’t participate in a stand-alone ordinance because of their dispatch
rules. He said petitioning to change the rules with the US Department of Labor was
nearly impossible. He also explained that where stand-alone ordinances have been
implemented (DC, Cleveland, Milwaukee) they have been subject to legal challenges. He
said a stand-alone ordinance would reduce unionized work and eliminate access to
about 2/3 of all the trades’ possible apprentices because the CITC program trains
apprentices for fewer trade types than the union apprentice programs. He said his
preference was for a hybrid approach because it could have strong labor language and
ensure equity for small contractors and the community. He also said the City would be
assured of union apprenticeship, labor harmony, and union accountability for achieving
targeted hire provisions. He said that since unions are giving up something by asking
their members to step aside for targeted hires, in return they need the assurance of
union work that a PLA, with a low threshold to encompass more work opportunities,
provides them.

Contractor Stakeholder Prefers an Ordinance Approach: John Welch said his first choice
is for the City to implement an ordinance with targeted hiring goals because it allows
the industry to work toward achieving goals without showing preference to certain
contractors (open versus union). He said a qualified targeted hire candidate would be
able to come to a job site and be immediately put to work. He also said many smaller
contractors would have difficulty meeting the targeted hiring goals and that many open
shop contractors are opposed to working under PLAs. He explained that was because of
their desire to maintain their existing crews intact. He said PLAs limit competition and
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that under an ordinance all contractors can engage on equal footing and unions are able
to participate by incorporating the ordinance requirements in their collective bargaining
agreements. He suggested the hybrid was his second choice and should include a
minimum threshold.

Training Stakeholder Prefers Stand-Alone Ordinance: Halene Sigmund explained her
preference for an ordinance because it gives CITC-registered apprentices more
opportunity and access to work. She opposed a PLA-only approach because small
contractors can’t use a majority of their work force and they don’t understand the
requirements. She said a hybrid would be her second choice.

WMBE-Minority Contractor Prefers Hybrid Approach: Eric Alozie stated his preference
for a hybrid approach as long as there are thoughtful objectives, the plans are well
communicated and there are customized, aggressive targeted hire goals on a project by
project basis. Eric said it’s important that goals be achievable because if goals are not
met, it can foster distrust among the stakeholders. He also suggested reviewing the new
programs’ progress in three years. He closed out his comments by saying that the prime
contractor community has not, on their own, increased the hiring of women and people
of color.

Community Prefers Hybrid Approach: Andra Kranzler expressed the community’s
support for an ordinance with a PLA housed in it as long as there are community
workforce provisions embedded in it. She saw this approach as providing greater
accountability for contractors and unions and resulting in more meaningful engagement
of the community. This approach provides a mechanism for targeted hire in distressed
zones and provides an incentive for the trades to partner with the community and
WMBEs. She said the community would also like to see more use of CITC apprentices. A
stand-alone ordinance was their second choice and a PLA-only represents their third
choice because it’s not likely to address targeted hiring issue.

Policy Advisor Prefers Hybrid Approach: John Watrus expressed his support for a
hybrid, because from a policy perspective he said it provides the most clarity,
consistency, transparency, enforcement infrastructure and also addresses the legal
concerns of an ordinance-only approach. He also saw it as the next logical step after the
Seawall CWA.

After a break, Nancy compiled the results indicating there was the most support for a hybrid
policy with an ordinance mandating the following for all projects:

e Targeted hiring goals (women, POC, socio-economic zips, Seattle-King County)

e Ablanket PLA for all projects greaterthan$___
o exceptions for subcontractors lessthan $
o WMBE as needed; i.e., core workers
o Addressing specific criteria.
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She noted that it would be the CCAC's responsibility to fill in the blanks.
The group agreed to recommend this approach to the CCAC meeting on May 5.

The meeting adjourned at 12:00.
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Construction Careers Advisory Committee
Meeting Notes - May 5, 2014

After introductions, the facilitator explained the schedule for finalizing the report to be sent to
the Mayor and Council on May 21. This compressed schedule will ensure CCAC
recommendations can be considered by the Council and allow for possible implementation in
2015. Here’s the schedule:

e May 15: CCAC members will receive an advance copy of the report and are asked to
review for errors, such as spelling or incorrect depiction of a “consensus”
recommendation. Please do not review or add wording because there, unfortunately, is
not time to vet new language with the entire CCAC.

e Noon, May 19: Report feedback due. Also, minority reports are due and should be
emailed to HQ@agreementdynamics.com.

e May 21: Agreement Dynamics will correct any errors in the report and submit the final
report to the Mayor and Council.

Nancy Locke reminded members that the report will provide the general intent of the group,
indicating where they agreed, and she encouraged CCAC members to continue to stay engaged
in the conversation as the work continues toward policy adoption and implementation.

She also indicated that at the May 12 meeting we’ll finish our discussions, including discussing
findings from WMBE firms working in the PLA environment.

Hybrid Approach Recommended by CCAC Small Group

A small group, with one representative from each of the CCAC stakeholder groups, met on April
17 to discuss and make recommendations to the full CCAC \ on a targeted hire policy approach.
Those representatives were: Andra Kranzler, Halene Sigmund, Jermaine Smiley, John Welch,
and Bob Watrus. The facilitator acknowledged and thanked the group for their efforts.

The small group recommended a hybrid approach with an ordinance mandating targeted hiring
goals and a blanket PLA for projects over a TBD dollar value. Subcontracts below a TBD dollar
value may be exempt from the PLA and the City would evaluate projects for targeted hire based
on specific criteria related to project size, labor hours, etc.

FAS provided an outline of a proposed targeted hire approach (see below) and the CCAC
members provided feedback and revision as shown in edited form.
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CCAC DRAFT ORDINANCE/PLA STATEMENT (AS EDITED BY CCAC ON 5-5-14):

Create a Targeted Hire Ordinance which requires the City to execute a Project Labor Agreement
(PLA) that shall include all public works projects meeting certain criteria.

Develop Seattle Municipal Code (SMC) Ordinance to require:

. City shall review each project (CONSENSUS) to determine and implement

practicable target hire requirements (MAJORITY) for hours of work to be performed by under-

represented individuals.

Under-represented workers are women, people of color, residents of economically distressed zip
codes in Seattle and King County and those who are otherwise socially or economically
disadvantaged. (CONSENSUS: With “requirements” as a condition for targeted hire, CCAC gives the
Law Department the authority to adapt the language on gender and race to fulfill CCAC’s intent.)

Targeted hire goals would be set considering the type of work for the project, past performance by
type, and aspirational improvements. FAS shall use appropriate mechanisms to establish geals
requirements. Geals-Requirements shall be enforceable by contract, imposing process steps to
ensure compliance (similar to those used by FAS in the WMBE program). (CONCENSUS ON PROCESS

STEPS.)

A Blanket Project Labor Agreement will be executed and shall apply to all public works projects
above $1,000,000 (MAJORITY) using criteria establishing sufficient work hours to ensure target hire is
achievable. City Finance and Administrative Services (FAS) would implement on projects below

SX, XXX, XXX if appropriate, such as high volumes of work hours.

Signatories shall include all Prime Contractors and Subcontractors that have a subcontract of any tier
valued more than SXXXXX TBD.

The Blanket PLA will include appropriate mechanisms to accommodate WMBE (small) firms as
needed and agreed upon (such as payment of dual benefits and agreements on the appropriate
number of core workers).

CCAC discussions included:

e All members preferred that the city determine if targeted hire was achievable for each
project (based on project type, size, past performance, aspirational improvements, etc.)
rather than make all projects targeted hire.
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A majority of CCAC members preferred requiring targeted hire on applicable projects,
rather than setting goals.

CCAC's targeted workers are defined as “under-represented workers in construction
who are women, people of color, residents of economically distressed zip codes in
Seattle and King County and those who are otherwise socially or economically
disadvantaged.” Because of potential legal constraints raised around race/gender
language, the CCAC agreed to let the City Law Department review and revise the
definition of targeted hire individuals, as long as it meets the group’s intent.

CCAC members, by consensus, agreed that requirements will be enforced by imposing
process steps to ensure compliance (before debarment), similar to the steps used by
FAS on WMBE projects.

A majority of CCAC members supported a PLA that applies to public works projects
above $1,000,000 (based on project type, size, past performance, aspirational
improvements, etc.).

Yet to be determined by CCAC are potential size exceptions for subcontractors involved
in PLAs and other WMBE accommodations.

Nancy Locke provided a handout illustrating that for public works construction projects
completed between 2011-2013, 85 out of 192 were projects totaling S1 million or more. Those
would be projects considered for PLAs in the future.

A second chart revealed that out of 269 WMBE construction subcontracts completed during
2011-2013, a vast majority of the projects (91%) were valued at $300,000 or less.

At the request of some CCAC members, the City will provide data illustrating at what project
size level (hours, dollar amount) the most labor hours are captured.

The meeting adjourned at 5:00 p.m.

Meeting Attendees

CCAC MEMBERS:

Eric
Mark

Alozie
Beaufait

Gregory  Davis

Jerry

Dindorff

Adriana  Gamboa

Dan

Hutchins

Andrew  Kashyap
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Andra Kranzler
Frank Lemos
Elton Mason
Todd Mitchell
Marilynn  Moch
Gus Sestrap
Halene Sigmund
Hilary Stern
Keith Weir
Michael Woo
OTHER ATTENDEES:
Kassa Amare
Fred Anderson
Carlo Caldiro-Davis
Jeanne Fulcher
Mary Guthmiller
Esther Handy
Lisa Herbold
Rhonda  Hilyer
Nancy Locke
Anna Pavlik
Ginny Ratliff
Daniel Villao
Harold Wright
James Yoo
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REVISED -7/9/14
Construction Careers Advisory Committee
Meeting Notes - 5-12-14

After introductions, the facilitator announced this was the final CCAC meeting, thanked everyone for
their participation, and reminded everyone of the schedule for completion of the CCAC report.

Next, Bob Armstead, president of Armstead Consulting, provided a preliminary presentation on
ways to allow for effective WMBE utilization when a project labor agreement (PLA) is used (see
attached).

He emphasized the importance of providing protections for WMBEs through a series of slides, one
illustrating the dramatic drop in WMBE usage on Seattle public works projects during the recession,
another on the distribution of median household incomes by race and ethnicity in King County,
showing that African-Americans and Hispanics have significantly lower incomes than other groups.
Another slide illustrated that African Americans had the lowest median household income by
percentage when compared to white households and that median income had declined from 63% in
2000 to 51% in 2007. He also showed the construction contracting rates for WMBEs at UW (0% in
2013) and Washington state (2.87% in 2010). He explained that a correction of Washington state’s
contracting rates actually resulted in a .8% utilization rate for WMBE. He compared that to the pre-I-
200 state’s contracting rates, which for WMBE firms was more than 20%. He said these figures
demonstrate the need for the city and other agencies to have policies that will help correct this
inequity for WMBE and DBEs.

He provided Seattle Seawall data illustrating that, as a percentage, WMBE firms tend to utilize
economically disadvantaged workers, women, people of color and apprentices at a higher rate than
non-WMBE firms.

Finally, in surveying public agencies and WMBE firms he developed his suggested list of the top 5
best local practices to ensure WMBE utilization when a PLA is used: 1) trigger for PLA consideration
of $25 million; 2) project-only PLAs; 3) WMBE reimbursement for duplication of benefits; 4) 5 core
employees per project and 5) training on PLA requirements, processes and dispute resolution.

To counteract some of the disadvantages WMBEs experience in construction, Bob suggested
remedies such as: advance training on the requirements of working under a PLA; the use of one
standardized labor agreement for projects; target hire requirements that are developed
independent of WMBE to ensure needs of both considered; regional consistency of PLA
requirements; easy access and standardized reporting systems; forums for WMBE feedback;
independent board to address complaints.

Nancy Locke noted that when the final report was released everyone would receive a copy.
Targeted Hire Comments
Andra Kranzler shared the community’s proposal for targeted hire. Comments regarding the

proposal were made at the meeting and in follow-up emails from CCAC members to the facilitation
team. Specific requests for inclusion of comments made at the meeting are included in this
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summary. Comments received by June 26, 2014 regarding meeting quotes, corrections, and
clarifications from CCAC members are now incorporated in this summary.

Some members suggested threshold changes: $1 million for targeted hire, $10 million for the PLA,
$25 million for the PLA.

One member stated his opinion that any PLA will create a barrier for WMBEs and cited an executive
order that seeks to develop policies making it easier for WMBE firms to participate.

One member expressed his opinion, for the record, that the community’s proposal had been
negotiated without WMBE participation.

One member reminded the group that all elements of the proposal had been discussed at the small
group meeting in April and at the May 5 meeting, with WMBE participation in those meetings.

One member reminded the group that union contractors would not be able to do targeted hire
without a PLA and that would put them and unionized workers at a disadvantage in the market.

One member stated his concern, for the record, that raising the threshold for targeted hire would
limit the effectiveness of a targeted hire program, which was supposed to be this group’s mission.

One member suggested that WMBEs and workers get together and advocate for mutual benefit.

For the record, Frank Lemos stated that he “wanted to express frustration and disbelief that this
pre-negotiated offer from Labor and the Community with City staff involvement was negotiated
without the data understood and received on the impacts of a PLA to the WMBE business
community. We just finalized the Armstead presentation and immediately following with no regard
or discussion about the WMBE impacts the Community and Labor presents a pre-determined
agreement telling the WMBE what we are to accept with no input from those this agreement
actually impacts.”

One member commented that for Item #3 in the Targeted Hire Proposal below, duration of a project
(or project length) should d be included in the formula for calculating the requirement for
underrepresented workers.

Targeted Hire Proposal Adopted by CCAC
After discussion, the group, by majority vote (votes shown below, voting CCAC members noted
below), adopted the following targeted hire program encompassing a City ordinance and a project
labor agreement (PLA).
1. The ordinance will require all projects at or above $5 million to have target hire
requirements and a mandated PLA. (8 yes, 4 no, 1 okay")
2. In 2 years from the start of the first PLA project, the City would analyze to determine if a
higher or lower threshold is appropriate. (Unanimous)

1 OK = “It’s not my preferred option, but I can live with it.” (From the CCAC Ground Rules.)
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3. ?FAS would set the highest practicable requirements for employment of underrepresented
workers. The requirement will be built for each project, using a formula that considers the
type of work, past performance and aspirational improvements. The requirements would be
required of every contractor on the project. (Consensus from the FAS Proposal discussed
and modified on 5/5/14)

4. The contractors may also count underrepresented workers in administrative and
construction management positions to fulfill the requirement. (From Best
Practices/Standards Poll of CCAC - Consensus)

5. Contractors that fail to comply are subject to enforcement up to and including withholding
payments and debarment. (Consensus from notes on 5/5/14)

6. The PLA will include mechanisms to accommodate WMBEs. (From the FAS proposal
discussed and modified on 5/5/14)

7. The PLA will allow for pre-apprenticeship preferred entry, as well as community-extended
entry up to 18 months total. (6 yes, 2 OK)

8. Provide dispute resolution and independent complaint investigation - a City Contracts
Ombudsmen (9 yes)

9. Do you recommend the following support mechanisms to assist WMBE firms and other
companies that have similar needs?

a. 5 core workers on each contract, on each project (10 yes)
b. Fund to pay for secondary benefits (11 yes)
c. Technical support such as during bidding and award, dispute resolution and help
with paperwork and compliance software (10 yes)
d. Process to ensure fair treatment (8 yes)
e. PLAclause: Inthe event a Contractor is unable to find qualified and competitive
WMBE subcontractors and needs to satisfy WMBE participation goals, then the
Union whose work is involved and the Contractor by mutual agreement may waive
the requirement of becoming signatory to the PLA. (8 yes, 1 OK)
10. Do you adopt the recommendation for a Hybrid Ordinance/PLA? (10 yes, 1 OK, 2
general contractor representatives not voting)

The meeting adjourned at 5:00 p.m.
Additional comments made for the record after the 5/12/14 meeting

Jermaine Smiley responded that, “All committee members were encouraged to meet in smaller sub-
groups to work through any agreements/differences stakeholders may have to help the committee
process be more efficient. At the end, labor found some common ground with community interests
and saw an opportunity to propose a viable solution. We could only do this by sitting down to find
areas of agreements (we still don't agree completely). We would have been happy to do the same
with other interests at the table, but we could not find enough common ground to do so. Mr.
Armstead's presentation created more questions than answers than recommendations. We were
merely trying to be proactive.”

? Notes indicate that items 3-6 had been discussed and agreed upon prior to the 5/12 meeting.
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Lee Newgent said, in feedback to this summary, that labor did not concur with some of the
Armstead report findings nor did they know that this report was paid for by the city. He also noted
that some of Armstead's recommendations for WMBE businesses were included in the final CCAC
proposal like WMBE reimbursement for duplication of benefits; 5 core employees per project and
training on PLA requirements, processes and dispute resolution. He added that the Building Trades
considers this a position report, not an industry study.

Meeting Attendees
Marty Yellam
CCAC MEMBERS ATTENDING AND

VOTING: OTHER ATTENDEES:
Mark Beaufait Fred Anderson
Diane Davies Voting Bob Armstead
Gregory  Davis Voting Kelsey Beck
Jerry Dindorff Carlo Caldirola-
Adriana  Gamboa Davis
Andrew  Kashyap Jeanne Fulcher
Andra Kranzler Voting <ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>