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FEMALE COLLEGE GRADUATES

Percentage of Bachelor's degrees conferred to women in the U.S.A., by major (1970-2012)
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Source: nces.ed.gov/programs/digest/2013menu_tables.asp | Author: Randy Olson (randalolson.com / @randal olson) | Note: Some majors are missing because the historical data is not available for them
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GENDER IN THE WORKPLACE

2016 Gender Representation in the Corporate Pipeline®
% OF EMPLOYEES BY LEVEL

Entry Level Manager Sr. Manager/ Vice Senior Vice
Director President President | C-Suite

\
Ah 67% 1%

.‘. 33% 29%

cinain0E 45% 37% 32% 27% 23% | 17%

(8) https://www.eeoc.gov/eeoc/statistics/enforcement/adea.cfm
(9) https://womenintheworkplace.com/#key-findings

Source: CREW (2016). Closing the Gap: Addressing Gender Bias and Other Barriers for Women in Commercial Real Estate [White paper].
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| SALARY COMPARISON

* Income differences: shrinking but still significant

OMEN:
$115,000

INCOME GAP =
23.3%

MEN:
$150,000

2015 median total annual compensation

Source: CREW. “2015 Women in Commercial Real Estate Benchmark Study.”

Technical Excellence Practical Experience Client Responsiveness LANGAN




IMPORTANCE OF GENDER EQUITY

* Improved problem solving through diverse viewpoints
« Strengthened collaboration and development*®

* Enhance firm reputation

* Decreased turnover

* Discover untapped talent pool*

Bottom Line:
Gender Equity Increases a Firm’s Bottom Line

*Source: Women Matter 2013 Report & IT Business Edge article & analysis of DDI study
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COMMON OBSTACLES

» Aspirational Gap

* Flexible Mindset
Sponsorship
Unconscious/Implicit Bias

Nd
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ASPIRATIONAL GAP

Respondent Career Aspirations (2015)

2015 CREW Network Benchmark Study

c-suite I 25

SVP

senior Level [N 157

Mid-Level 2%
Self-Employed (NG 8

c-suite I 407

47%

SVP 39%
& oo——
Mid-Level 1%

Self-Employed [N 10%

Source: CREW (2016). Closing the Gap: Addressing Gender Bias and Other Barriers for Women in Commercial Real Estate [White paper].

Technical Excellence Practical Experience Client Responsiveness LANGAN



ASPIRATIONAL GAP

What is the #1 factor for the aspiration gap in commercial real estate?
2016 CREW Meterork Survey

320,.-' Women lack the support In the workplace andsor at
Ll home to be successful once they are In the C-Sulte

26(;},.« Women belleve belng In the C-Sulte will adverssly affect their
4] commitmeantsiresponsibiltlies outside of work (Le. family, volunte=ring)

1?{]-""6 Women lackthe confldence to go forthe C-Sulte Jobs (Intemal barriers)

'I 4—_‘.-" Women don’t think they can get to the C-Sutte dus to external barrlers

o
o

"I "I % Women don't desire the attention, scrutiny andfor politics that come with the C-Sulteftop ok

Source: CREW (2016). Closing the Gap: Addressing Gender Bias and Other Barriers for Women in Commercial Real Estate [White paper].
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FLEXIBLE MINDSET

Has Your Family or Marital Status Adversely Impacted Your Career or Compensation? (2015)

DISTRIBUTION BY POSITION (Women Only)

c-suite [ ¢
sve [,  30.7%
Yes |  seniortee I, 329
Mid-Level 18.2%
Entry-Level [ 1.6%
self-employed RGN 7.5%

Be I»

80% -
c-sute [ 92
sve [, 275
NO—{ seniortevel I, 526
Mid-Level 0.2%
Entry-Level [ 41%
self-mployed [N 5.4%

Yes{
8%

@..
Be I»

Source: CREW. “2015 Women in Commercial Real Estate Benchmark Study.”
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FLEXIBLE MINDSET

* Flexible Mindset
« “Corporate Lattice” vs “Corporate Ladder”
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| SPONSORSHIP

* |dentify future leaders

* Invest your time
— Help develop skills
— Provide opportunities
— Advocate for them
— Teach them confidence and
to self-advocate

A

R N EA R
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UNCONSCIOUS BIAS

* Recognize bias:
— Implicit Bias Test: https://implicit.harvard.edu
— Corporate Sensitivity Training: Catalyst

m Project Implicit®
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https://implicit.harvard.edu/

CLOSING THE ASPIRATIONAL GAP

Promote workplace flexibility
Showcase successful women
Nurture the pipeline
Recognize bias

o o
RN EA R
3.
A
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INDUSTRY BEST PRACTICES: RECRUITING

« Make female participation a requirement in recruiting

* Interview at least two female job candidates for every
open position*

*Source: Heermann, Tammy. Elevating Women in Leadership. Lee Hecht Harrison. Page 19.
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INDUSTRY BEST PRACTICES: RECRUITING

« Foster (non-traditional) female pipelines
 Utilize gender-blind hiring practices
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INDUSTRY BEST PRACTICES: RETAINING

« Create and sponsor female resource groups
« Showcase women leaders
* Implement pulse checks
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INDUSTRY BEST PRACTICES: RETAINING

 Offer paid family leave
* Provide re-entry program after paid leave
« Be flexible!
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INDUSTRY BEST PRACTICES: ADVANCING

 Make smart mentorship and sponsorship pairings

* Institute implicit bias training

« Perform periodic pay equity tests
gemEweEs =
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INDUSTRY BEST PRACTICES: ADVANCING

« Evaluate a female candidate alongside every male
promotion candidate

« Establish measurable inclusion goals at the corporate
level and keep them top of mind
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FEEDBACK QUESTIONS

* Open Discussion
— What does your firm do well now?
— What can your firm do differently?

* Individual Reflection
— Who are your superstars?
— Are you an advocate and sponsor?
— Have you taken an Implicit Bias Test? ¥
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s The Gouncil of Industry Women brings together a wide
BUILDING array of organizations representing women Iinvoived

B e in all facets of New York's building industry, including
engineers, architects, labor, contractors, real estate

u 0 “ “ G"_ '-5 professlonals and pellcy experts. To help create
inclusive environments that support and encourage

women to advance thelr skills and leadership potential
through connection, mentorship, collaboration and

discussion, the Council has created a guide on best
practices for creating a Women's Employee Resource
Group within your own organization.

WHAT S A WOMEN'S EMPLOYEE RESOURGE GROUP?

Wormen's Employee Resource Groups (WERGS) are voluntary, employee-led groups that
foster a diverse, inclusive workplace aligned with organizational mission, values, goals,
business practices, and objectives.

WHAT ARE THE GOALS?

wProfessional development

wAmplify the profile of women internally and externally
mincrease diversity and foster inclusion

sRecruitment, retention and advancement of women
sMentorship and sponsorship

HOW TO CREATE A SUCCESSFUL WERG

midentify WERG ambassadors and create a core group
sResearch best practices

sSeek support from top executives

uGet employees involved and open to all employees
sName the group and define its mission and goals
mDesign an enduring and sustainable structure
mDevelop a budget and secure funding

=Create an innovative business solution

sOvercome challenges

sMaintain momentum

uleverage relationships with other internal resource groups

sMeasure success- the retention, engagement and promotion rates of group members
versus those who are not meml

WHAT ARE THE BENEFITS OF WERG'S?

INDIVIDUAL BENEFITS

= Professional development

m Access to senior leaders

m Networking opportunities outside immediate area

= Potential for promotions, new opportunities to grow and contribute to the workplace

m Greater equity in pay

m Enhance competencies that are transferable to the work environment, including interpersonal
and organizational understanding, communication skills, collaboration, and leadership skills

= Ability Lo influence business results

GOMPANY BENEFITS

® Increased retention

® Improved business development and client relationships

m More creative problem solving

m Productive and meaningful changes in company policies

® More womnen in qualified roles

m WFRG members can serve as recruiters by attending conferences and job fairs, offering
testimonials on the company website and hosting networking events

® Reduce isolation of employees

® Increase engagement of employees

m Enhance the culture of an organization by building a stronger community

EST PRACTICES

m Gain support from top executives {both male and female)

m Assign a dedicated individual who is responsible for tracking metrics on retention, turncver,
advancement, and promoetion and works closely with Human Resources

m Establish training, mentorships and sponsorshios

m Ensure continuity through succession planning

= Create opportunities to convene - in person, virtually and even ancnymously

® Include segments based on career experiences and life stage

HOW THE BUILDING CONGRESS CAN HELP

wCreate a directory of members with ERGs

mPublicize Industry Association opportunities

mComprehensive website features including on-line toolit, cirectcryand resources

mExecutive lunch-and-learns

mProfessional development series with emphasis on networking, presentation skills, negotiating
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COUNCIL =

Diiose INDUSTRY INDUSTRY EVENTS GALENDAR
B WOMEN

w About IMembership Committees & Councils Advocacy & Reports Events New York Building Foundation Members Only

Event Calendar

Construction Industry Luncheon

Annual Gelf Outing

- ~ Previt Event:
View the Date of:  Jupe 2018 month S today | | < | >
Industry Events Calendar
ks sun Mon Tue Submit An Industry Event sat
Filter By Event Awards 1 5
Type George A. Fox Award
Jack & Lewis Rudin Award
Industry Recognition Dinner Past Honorees
3 4 5 S 8 9
Leadership Awards Luncheon Past Honorees
10 11 12 13 14 15 16
17 18 19 20 21 22 23

24 25 26 27 28 29 30
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