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Groundbreaking ‘Cost of  LEED’ 

White Paper Released 

April 2010  

BRATTLEBORO, VT – The Cost of LEED: A Report on Cost Expecta-

tions to Meet LEED-NC v2009 is now available. For the first time, cost 

information on hundreds of specific technologies and approaches that 

teams are using to earn points in the current LEED for New Construc-

tion rating system is available in an easy to understand, credit by credit 

format. 

While previously published studies have taken an aggregated ap-

proach—trying to predict overall cost impact of LEED from looking at 

previous projects—this report draws from the resources and experience 

of veteran cost estimators to present the cost of specific measures a team 

is likely to consider. 

"The goal of this report was to get a handle on the ways in which LEED 

credits can be achieved, and to understand the cost implications of those 

actions within a building project" says Stephen Oppenheimer, AIA, of 

Tsoi/Kobus & Associates, co-author of the report. "We were not inter-

ested in generalizations of what a LEED Silver project might cost. We 

wanted much more detail than that."  

The result is a report that helps a team to better understand the implica-

tions of LEED on the cost of its own particular project. The report fea-

tures a list of "standard" approaches compared to "high-performance" 

options, along with cost premiums for those options. 
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Compiled by a team of seasoned practitioners who have 

collaborated on LEED-certified buildings, this report 

benefits from real-world experience in identifying the 

construction cost areas that matter. 

This special report is the work of Stephen Oppenheimer 

and Sara Mills-Knapp of Tsoi/Kobus & Associates, and 

Inga Lenova, Robert Andrews of AHA Engineers, with 

cost estimating by James Vermeulens and Craig 

Chiarelli of Vermeulens Cost Consultants. The authors 

are seasoned professionals who have worked together on 

a number of LEED projects. Their efforts were sup-

ported by Nadav Malin and Jim Newman of Building-

Green. 

The 47-page report is available for $49 as a download-

able PDF from LEEDuser.com, or as a printed report 

from BuildingGreen.com. 

BuildingGreen, LLC has been the first source profes-

sionals turn to on green building practices and products 

since its founding in 1985. Its award-winning informa-

tion platforms include Environmental Building News 

(launched in 1992 as the first North American publica-

tion focused on green building), GreenSpec (the leading 

print and online directory of green building products), 

and LEEDuser, a resource and community for help with 

LEED projects, online at www.leeduser.com. For infor-

mation, visit BuildingGreen.com or call (802) 257-7300. 
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The Unpaid Intern, Legal or 

Not 

By STEVEN GREENHOUSE 

The New York Times 

Published: April 2, 2010 

With job openings scarce for young people, the number 

of unpaid internships has climbed in recent years, lead-

ing federal and state regulators to worry that more em-

ployers are illegally using such internships for free la-

bor.  

Convinced that many unpaid internships violate mini-

mum wage laws, officials in Oregon, California and 

other states have begun investigations and fined employ-

ers. Last year, M. Patricia Smith, then New York’s labor 

commissioner, ordered investigations into several firms’ 

internships. Now, as the federal Labor Department’s top 

law enforcement official, she and the wage and hour 

division are stepping up enforcement nationwide.  

Many regulators say that violations are widespread, but 

that it is unusually hard to mount a major enforcement 

effort because interns are often afraid to file complaints. 

Many fear they will become known as troublemakers in 

their chosen field, endangering their chances with a po-

tential future employer.  

The Labor Department says it is cracking down on firms 

that fail to pay interns properly and expanding efforts to 

educate companies, colleges and students on the law 

regarding internships.  

“If you’re a for-profit employer or you want to pursue 

an internship with a for-profit employer, there aren’t 

going to be many circumstances where you can have an 

internship and not be paid and still be in compliance 

with the law,” said Nancy J. Leppink, the acting director 

of the department’s wage and hour division.  

Ms. Leppink said many employers failed to pay even 

though their internships did not comply with the six fed-

eral legal criteria that must be satisfied for internships to 

be unpaid. Among those criteria are that the internship 

should be similar to the training given in a vocational 

school or academic institution, that the intern does not 

displace regular paid workers and that the employer 

“derives no immediate advantage” from the intern’s 

activities — in other words, it’s largely a benevolent 

contribution to the intern.  

No one keeps official count of how many paid and un-

paid internships there are, but Lance Choy, director of 

the Career Development Center at Stanford University, 

sees definitive evidence that the number of unpaid in-

ternships is mushrooming — fueled by employers’ de-

sire to hold down costs and students’ eagerness to gain 

experience for their résumés. Employers posted 643 

unpaid internships on Stanford’s job board this aca-

demic year, more than triple the 174 posted two years 

ago.  

In 2008, the National Association of Colleges and Em-

ployers found that 50 percent of graduating students had 

held internships, up from 17 percent in 1992. This 

means hundreds of thousands of students hold intern-

ships each year; some experts estimate that one-fourth to 

one-half are unpaid.  
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In California, officials have issued guidance letters ad-

vising employers whether they are breaking the law, 

while Oregon regulators have unearthed numerous 

abuses.  

“We’ve had cases where unpaid interns really were dis-

placing workers and where they weren’t being super-

vised in an educational capacity,” said Bob Estabrook, 

spokesman for Oregon’s labor department. His depart-

ment recently handled complaints involving two indi-

viduals at a solar panel company who received $3,350 in 

back pay after claiming that they were wrongly treated 

as unpaid interns.  

Many students said they had held internships that in-

volved noneducational menial work. To be sure, many 

internships involve some unskilled work, but when the 

jobs are mostly drudgery, regulators say, it is clearly 

illegal not to pay interns.  

One Ivy League student said she spent an unpaid three-

month internship at a magazine packaging and shipping 

20 or 40 apparel samples a day back to fashion houses 

that had provided them for photo shoots.  

At Little Airplane, a Manhattan children’s film com-

pany, an N.Y.U. student who hoped to work in anima-

tion during her unpaid internship said she was instead 

assigned to the facilities department and ordered to wipe 

the door handles each day to minimize the spread of 

swine flu.  

Tone Thyne, a senior producer at Little Airplane, said its 

internships were usually highly educational and often 

led to good jobs.  

Concerned about the effect on their future job prospects, 

some unpaid interns declined to give their names or to 

name their employers when they described their experi-

ences in interviews.  

While many colleges are accepting more moderate- and 

low-income students to increase economic mobility, 

many students and administrators complain that the 

growth in unpaid internships undercuts that effort by 

favoring well-to-do and well-connected students, speed-

ing their climb up the career ladder.  

Many less affluent students say they cannot afford to 

spend their summers at unpaid internships, and in any 

case, they often do not have an uncle or family golf 

buddy who can connect them to a prestigious internship.  

Brittany Berckes, an Amherst senior who interned at a 

cable news station that she declined to identify, said her 

parents were not delighted that she worked a summer 

Building Season is here! This summer 

ASID AK is putting together a team to help build a 

Habitat Home. The build day is August 28 from 8:30 

to 4. If you are interested in volunteering please con-

tact Aurora Kassube at akassube@1-workplace.com. V
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unpaid.  

“Some of my friends can’t take these internships and 

spend a summer without making any money because 

they have to help pay for their own tuition or help their 

families with finances,” she said. “That makes them less 

competitive candidates for jobs after graduation.”  

Of course, many internships — paid or unpaid — serve 

as valuable steppingstones that help young people land 

future jobs. “Internships have become the gateway into 

the white-collar work force,” said Ross Perlin, a Stan-

ford graduate and onetime unpaid intern who is writing 

a book on the subject. “Employers increasingly want 

experience for entry-level jobs, and many students see 

the only way to get that is through unpaid internships.”  

Trudy Steinfeld, director of N.Y.U.’s Office of Career 

Services, said she increasingly had to ride herd on em-

ployers to make sure their unpaid internships were edu-

cational. She recently confronted a midsize law firm that 

promised one student an educational $10-an-hour intern-

ship. The student complained that the firm was not pay-

ing him and was requiring him to make coffee and 

sweep out bathrooms.  

Ms. Steinfeld said some industries, most notably film, 

were known for unpaid internships, but she said other 

industries were embracing the practice, seeing its advan-

tages.  

“A few famous banks have called and said, ‘We’d like 

to do this,’ ” Ms. Steinfeld said. “I said, ‘No way. You 

will not list on this campus.’ ”  
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Dana John, an N.Y.U. senior, spent an unpaid summer at 

a company that books musical talent, spending much of 

her days photocopying, filing and responding to routine 

e-mail messages for her boss.  

“It would have been nice to be paid, but at this point, it’s 

so expected of me to do this for free,” she said. “If you 

want to be in the music industry that’s the way it works. 

If you want to get your foot in the door somehow, this is 

the easiest way to do it. You suck it up.”  

The rules for unpaid interns are less strict for non-profit 

groups like charities because 

people are allowed to do volun-

teer work for non-profits.  

California and some other states 

require that interns receive col-

lege credit as a condition of 

being unpaid. But federal regu-

lators say that receiving college 

credit does not necessarily free 

companies from paying interns, 

especially when the internship 

involves little training and 

mainly benefits the employer.  

Many employers say the Labor 

Department’s six criteria need 

updating because they are based 

on a Supreme Court decision 

from 1947, when many appren-

ticeships were for blue-collar 

production work.  

Camille A. Olson, a lawyer 

based in Chicago who repre-

sents many employers, said: 

“One criterion that is hard to 

meet and needs updating is that 

the intern not perform any work to the immediate advan-

tage of the employer. In my experience, many employ-

ers agreed to hire interns because there is very strong 

mutual advantage to both the worker and the employer. 

There should be a mutual benefit test.”  

Kathyrn Edwards, a researcher at the Economic Policy 

Institute and co-author of a new study on internships, 

told of a female intern who brought a sexual harassment 

complaint that was dismissed because the intern was not 

an employee.  
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“A serious problem surrounding unpaid interns is they 

are often not considered employees and therefore are not 

protected by employment discrimination laws,” she said.  

This article has been revised to reflect the following 

correction: 

Correction: April 10, 2010 

An article last Saturday about the increasing numbers of 

college students taking unpaid internships, using errone-

ous information from a report by the Economic Policy 

Institute, misstated the results of a 2008 survey by the 

National Association of Colleges and Employers and 

also the results of a Northwestern University study in 

1992 . The NACE survey found that 50 percent of 

graduating students had participated in internships, not 

83 percent. The university study found that of graduat-

ing students in 1992, 17 percent — not 9 percent — had 

held internships.  

Workplace Design Changes 

Should Have Employee Input 

By Rodney Stone and Subodh Kumar 

April 2010 

The only constant in today's global business world is 

change. Driven by competition, innovation, mergers, 

and so on, change almost invariably involves the physi-

cal workplace.  

Change management is crucial when a new workplace 

design is introduced, as changes to the physical work-

place are almost always disruptive. Without a clear un-

derstanding of an organization's goals, how productivity 

is maximized and how employees interact, new work-

places will fail to support business functions.  

Facility managers must move carefully when establish-

ing a new workplace strategy and develop a close rela-

tionship between the corporate planning staff and those 

affected by the change. To succeed, change to the work-

place must be based on a sound business reason, and 

corporate management must embrace the evolution to a 

more collaborative workplace.  

Case in Point 

A good example of how to manage the transition to a 

new workplace design comes from Trust Company of 

the West (TCW). A U.S. financial management firm, 

TCW had outgrown its physical office space, but it had 

several years remaining on its lease. With no available 

space in the building and not wanting to move, the com-

pany had to find a way to use its existing square footage 

and increase the number of employees on each floor by 

50 percent, from 70 to 105. The existing 18,000-square-

foot layout provided 70 trading seats, 30 large private 

windowed offices, 22 built-in assistant workstations, 

two small trading areas accommodating 18 trading seats 

and three conference rooms.  

The guiding principles for the project were closely 

aligned with TCW's business objectives. These included 

developing overall policy guidelines applicable to future 

projects, researching amenities and the ambiance being 

offered by others in the same industry as TCW, and con-

figuring spaces to enhance workflow patterns for each 

group.  

Because the new workplace would serve three different 

groups, gaining a clear understanding of their specific 

priorities and success factors was crucial. The project 

team spent nearly eight months meeting with each de-

partment, conducting interviews at every level of senior-

ity. The employees' concerns included security, storage 

space, temperature, technology requirements and prefer-

ences, filing and resource storage, and interaction/

communication with other members of the group and 

with other teams. Throughout, critical factors that em-
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Congratulations to Barbara & Larry Cash on becoming grandparents!  

This July their daughter Allison and husband Aaron Jack are expecting a 

baby boy.  

LEED Silver Obtained! Congratulation to Cathy Kerr of Spiral Design 

and McCool Carlson Green for not just one, but two LEED certified 

schools here in Alaska.  Machetanz Elementary School is the first Certi-

fied Silver school in the state and the Su Valley High School is the sec-

ond.   

ployees would use in judging the project's success or 

failure were identified, including minimizing disrup-

tions, adhering to the schedule and keeping teams to-

gether for accessibility during construction.  

From this input, a design plan that would optimize 

space, workflow and collaboration and encourage staff 

to embrace the change to workstations as a positive 

move was created. The new design provided room for 

124 employees, and included six windowed offices and 

one interior office for private work areas, 17 administra-

tive workstations and 25 office workstations, 75 trading 

seats and eight conference rooms. To ease the transition 

and build excitement among the staff, a mock-up of the 

workstations was built at TCW's facility.  

To address employees concerns about acoustics and the 

spreading of germs due to people working in close prox-

imity, the new design incorporated materials to improve 

acoustics as well as large ultraviolet lights in the main 

HVAC ducts designed to kill airborne microorganisms.  

Results 

TCW's new lean office environment accommodated 

nearly 80 percent more employees while easing commu-

nication, building a sense of community and teamwork 

and giving employees a feeling of being "in the know." 

Even though most individual offices were eliminated, 

each staff member can create a personalized, individual 

work environment.  

A post-occupancy survey of members of each work 

group showed that the understanding of occupant needs 

had paid off. The combination of filing and storage was 

found to serve everyone's needs, the mobile CPU pedes-

tal was identified as a useful feature and access to 

power/data outlets was commended by all respondents.  

Forty six percent believed that the environment allowed 

people to communicate easily. For example, information 

sharing between traders and analysts was improved. 

With a more open space, the traders had immediate 

analysis and updated information, an efficiency that 

didn't exist previously. In addition, the analysts began to 

feel integrated into the team, and could, for the first 

time, see the impact of their work.  

Rodney Stone, C.I.D., Assoc. AIA, is president of Envi-

ronetics. Subodh A. Kumar, IFMA Fellow, CFM, is 

president of Chartered Facility Management Group. 


