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Hiring in Construction — A Crisis...

The construction industry is facing a labor shortage of about 500,000 workers this
year. Industry experts say the United States needs to invest in creating a pipeline from
schools to construction sites.

Factors Contributing to the Hiring Crisis

Aging workforce; outsized retirement levels

Cultural factors that encourage too few young people interested in entering the
skilled construction trades

Megaprojects in several private and public construction segments harvesting talent

Structural factors, including those related to interest rates, consumer sentiment,
competition from other industries, and general economic performance
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Top Challenges in Acquiring Top
Talent — “We can’t hire our way out.”
« Shrinking Labor Pool

Lack of Trade Education/Apprenticeship Pipelines

Competing Industries Offering Easier Work

Geographic Mismatch — Talent in Cities, Projects Are Often Rural

Lack of Stability or Predictable Hours

Poor Industry Reputation/Work Conditions/Mental Health

Immigration and Policy Constraints

Technology and Credential Barriers

People want GROWTH, not just work.

Quote from a field worker: “No one ever told me what comes next.”
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What Does This Mean?

Construction Companies Must Consider:

« Amplifying the need for rebuilding trade education in schools
Supporting transportation and housing for workers
Addressing safety, diversity, and work-life balance concerns
Easing regulatory hurdles for immigrant labor
Creating long-term apprenticeship and mentorship pipelines
Promoting construction as a legitimate, rewarding career path

WE MUST THINK DIFFERENTLY IN ORDER TO
ATTRACT, DEVELOP, AND RETAIN OUR TALENT.
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What Does Career Pathing in Construction Look Like?

Career development
pathing in construction

means showing team Site Management
members how they can

grow their skills and _-l
move up in their careers — — —
over time. ----f =

Field FI Id Ass iﬁt nt Site Msnagar Site M nager Site Manager Senior Site
Associate Engineer Site Manager [} 1] Manager

This is about retention +
attraction + performance!

The above graphic shows the progression of competencies for the Site Management career path. Click on the icons to learn more about each role.




Career Frameworks | A Pathway for Your People

- WHY
“Personal growth precedes professional growth.” Pathways provide:

A tool for both attracting talent and keeping talent
Awareness for where the team member is in their career journey
Awareness for what they need to focus on to improve and what growth paths look like

Also helps people managers to effectively and objectively assess and verify performance
and development opportunities

* IMPACT

« Framework competencies can be tied to prescriptive role-specific learning plans in your
company LMS and targeted experiences OTJ

* Annual individual goals are more easily definable
« Team member performance appraisals during reviews are more streamlined and predictable
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What Does an Internal Learning Hub Look Like?

* In-house training — RECORD ALL YOU CAN!

» Partnerships with associations — NIA's Education Center is a great
resource, www.niaeducationcenter.orq

« Partnerships with trade schools/community colleges — create your own
pipeline

* Microlearning libraries (e.g., short videos on soft skills, safety, quality,
etc.)

» Peer mentoring/shadowing programs — make sure you're ready here

* Tie it all to real-world capabilities — how can we apply it to workflows?

An Internal Learning Hub can be as simple as a shared LMS, or as
complex as a branded internal academy. What’s best for your
oraanization will be defined bv vour oraanization.


http://www.niaeducationcenter.org/

Your Internal “University” = 4 Pillars

Structured Training Core Skills, Processes, and OSHA, Equipment Certs,
Compliance Blueprint Reading,
Quality/Safety Audits, etc.

Role-Based Learning Tailored to Career Stages Learning Tracks Per Role
On-the-Job Learning Mentorship, Shadowing, Peer Mentors, Daily Task
Learning Check-Ins Breakdowns, Performance
Tracking/Logs
Growth Mindset Career Literacy Goal-Setting Workshops, 1:1s,

Exposure to New
Competencies, Skip-Levels

It's not about building Harvard — it's about intentional learning opportunities
at every level of the organization.
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So How Do You Build Career Frameworks?

PHASE ONE (FEB 2024)

= Site Management

*  Project Management

*  Design Management

*  Project Management MEP
*  Site Management MEP

PHASE TWO (MAY-AUG 2024)
= Safety (Field)

« Safety (Office)

Supply Chain/Procurement
Pre-Construction

BIM

VDC

Commissioning

L] L] E d L L

PHASE THREE (2025)

* Job Costing

*  Scheduling

Project Controls
Field Ops Office Staff
Engineering
Marketing

HR

IT

Risk Management
*  Facilities/\Warranty
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The Step-by-Step Process

1. Audit current roles and bottlenecks. Start with Operations.
2. Map out career tracks for each department with defined milestones.

3. Form committees to tackle departmental role-specific framework blueprints.
Representation of each role is ESSENTIAL.

4. Have committees define departmental competency buckets of emphasis.

5. Turn skills competencies in each bucket into action statements. “What do we
want to see the team member DO to achieve MASTERY?”

6. Link learning content/resources to each competency/milestone.
7. Determine where frameworks will live — high-traffic location!

8. Build a company-wide communication plan to employees at every level.
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Field Associate

Field Associate

Expersence:;

&t minimum, has -2 years of related industry experience and/or

completed 1-2 ‘vjtl:l!--

Safety and Cluality:

Develops understanding of e 0504 satery standaras,
Perfarmi and completed trade ipetific inipecindng IS #rdure
safety and quality reguiremenis ane being fulfilled per inspection
cilendsr to endung timeliness and SCourscy.

Conducts & minimum of one trade specific safety inspection per
e

det anddfor assist on-site Safety Technician andsor Manager as
el

Cosrdinated and asdiits pobiine laborers i general fife wide
clean-up.

Technboal Skills:

-

Demonstrates fundamental mathematical skills and wtilizes a
tapes peasure foF SOOUFAE IVHESSU FEmEnts.

Develops basic understanding of owil, structural, and
architectural drawings with assistance,

Develops basic understanding of projects specifications ta
confirm the use of cormect materals, adherence 1o proger
ergLallatan mdthods and the overall guality of vwadkrmbaihop.
Develops basic understanding of mechanical, electrical, and
plurmbing drawings vath assistance.

Develops basic understanding on fundasmental construction
mesns and methsdi
Develops understanding rocesses and procedures,
Assist with developing bwastosthrees week look ahead schedule
Ted apbagried scapsin] af work,

dzsist with developing two-to-three week look ahesd schedule
for assigmed scopeds) of work:.

Adarild propect leam with clerndal wark A reqiieited.

Attends and documents project mesetings a5 requesied and
BTreES o & DREly EAnET.

dble to indtiate reporting procedures with assistance,

dsgists and collects monthly man-hour repocts as requested.
Cevelops basic skills and ability to u-till:ehs:.rﬂcms-_
encompassing, but not limited to Procore, HammerTech
Micrédaft Office. tablets, imartphoned, el

Seeics opportundties to learn and develop new skills 1o enhance
jol parlosmancs

drtively participates in training and deselopment opportunities
provided by .

Coordination and Management:

Willing to coordinate and manage assigned trade{s) according to
contracted scope and project schedule with direction fram
project team

As5isT werth identifnng potential niks associsted with propect and
infarms propedt tebrm earky anad Sfpen

Codlaborates with project tearm to make responsible decisions
tovwwards safety, guality, and schedule,

Confers with management 1o resolee complaints and grievances
werthin workforce,

Leadership and Professional Development:

Cevelegs an underitanding of the departments vathin --al-nd
how each contributes to the progect’ .
Alwways leads by example. Adheres |¢ﬁ‘pnhcuﬁ and

progedurds
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Building off of Items in Place —

Operations Leadership G

PROJECT MANAGEMENT LEADERSHIP GUIDELINES

March 2, 2023

M/W JACOBSEN

Project Engineer

Senior Project | Assistant Project

Project Manager Seniy Froject

uidelines

FIELD SUPERVISION LEADERSHIP GUIDELINES

March 2, 2023

IH/J JACOBSEN

Assistant
Superintendent

Senior General

Superintendent E +
Superintendent | Superintendent

Key Items

Experience {years) [

6+ 8+ 14+

Completed Projects (gty) 0+

6+ 8+ 10+

Project Complexity * %k

* * *k * kK& o ok k&

Safety Mindset

Builds Team Synergy

Mentoring

J-Coaches Team Members to Promote Growth

Supports Jobsite Needs

Supports Jobsite Work Hours

Ensures Quality in the Field learning

Coordinates between Trades

Develops Client Relationship

Influences Trade Partners

Directs Others

Produces Excellent Work

Proactively Asks for Additional Assignments

implementing mentoring mastering

Drives Vision & Purpose

Communicates Effectively

Insures Accountability

Drives Results

Strategic Mindset

Decision Quality

Safety

Plans and Aligns

Engineer Manager Manager
Experience [years) [i5 de B+ B 14+
Completed Projects (gty) 0+ 3+ 6+ B+ 10+
Project Complexity * Fk Xk %k ok e ok ok ok
Safety Mindset
Builds Team Synergy
Mentoring
w |)-Coaches Team Members to Promote Growth
E Supports Jobsite Needs
E— Supports Jobsite Work Hours
* |Ensures Quality in the Field learning implementing mentaring implementing mastering
Coordinates between Trades
Develops Client Relationship
Influences Trade Partners
Directs Others
Produces Excellent Work
Proactively Asks for Additional Assignments
Drives Vision & Purpose Communicates Effectively
Insures Accountability Drives Results
Strategic Mindset Decision Quality
Safety Plans and Aligns
Emotional Intelligence (Eqi) Technology
& Business Acumen Scheduling
=[esop & [Estimatin
E Ethics % Financial (budgets, pay aps)
3 Negotiating % [Financial [cost forecasting)
Self-aware CQuality
Professional Appearance Presentation Skills
Adaptable Touchplan
Stress Management Meeting nent
Risk Production Tracking
Organizational Virtual Design & Construction
Instills Trust Logistics
Collaborates Utilities/Site
Builds Effective Teams o |Foundations
Manages Conflict o [Structural
2 Drives Engagement i Exterior Skin
< |Procurement 25 [Finishes (Basic)
E Contracts 2 [Finishes (High-end)
S [urisdictional Issues / Codes § Mechanical
* [Preconstruction G |Electrical
Listening ‘?;"' Systems,/Controls
Humor & Conveying/Equipment
Persuasive Closeout
Warranty

Emotional Intelligence (Eqi) Technology
o |Business Acumen Scheduling
" @ n T
Z |EsoP £ |Estimating
E Ethics % Financial (budgets, pay aps)
= |Negotiating 2 [Financial (cost forecasting)
Q w =
Self-aware Quality
Professional Appearance Presentation Skills
Adaptable Touchplan
Stress Management Meeting Management
Risk Production Tracking
Organizational Virtual Design & Construction
Instills Trust Logistics
Collaborates Utilities/Site
Builds Effective Teams v [Foundations
Manages Conflict .ﬁ Structural
o |Drives Engagement @ |Exterior Skin
— a
< [Procurement 35 [Finishes (Basic)
4 |Contracts L |Finishes [High-end)
% [lurisdictional Issues / Codes § Mechanical
2 [Preconstruction 1 |Electrical
Listening % Systems/Controls
Humor o |Conveying/Equipment
Persuasive Closeout

Warranty




Building off of Items in Place —
Korn Ferry Leadership Competencies
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Building off of Items in Place — Jake’s Place

[TIL@ JACOBSEN SharePoint L searchin SharePoint { 5] ? Stephen Hunt ﬂ
Jake's Place

SHORTCUTS JACOBSEN CULTURE PECOPLE SAFETY BENEFITS W Following 2 Go to Connections # Share v

& SURVEY OPEN UNTIL 2/17

%

Staff
Directory

V)

Jacobsen

Crisis Text

Ethics
Hotline

Who To
Contact List

Corporate

Cares... Line Events (Kronos)

@ Tell us about your J
Coach experience

=

Content

Recognize A
Co-Worker

Libraries
Click to get started

Company News, Announcements, and Safety Updates See all

Tell us about your J Coach



What’s Needed to Make Frameworks a Reality

Company-Specific People Models
- |deal Employee Model
- Leader Development Model
- Dedicated Committee Resources per Department

- Clear Skills Competency Definitions and Expectations by Role

- Learning Hub — One-Stop-Shop
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