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The Bipartisan Infrastructure Law provides an opportunity
to change the landscape of America. Federal spending to
build and repair U.S. infrastructure is expected to increase
by over $550 billion. Government contractors, especially
those specializing in heavy civil construction, could receive
substantial amounts of economic stimulus if they effectively
prepare and have the right talent at the ready. | regularly
hear from architecture, engineering, and construction (AEC)
businesses about how the labor shortage is making staf ng
projects incredibly challenging.

According to the 2023 Construction Hiring and Business
Outlook from the Associated General Contractors of America
(AGC) and Sage, respondents are most optimistic about
infrastructure categories. The study showed “positive readings
of 42% for both highway and bridge construction and
transportation projects such as transit, rail, and airports.”

As reported by the American Road and Transportation Builders
Association (ARTBA), the value of state and local contract
awards increased 25% in 2022; | can only hope 2023 will
continue to see this type of growth. But that brings us to the
pressing question on everyonejs mind: Does our’ rm have the
right staff to bid on and perform the work?

The labor shortage is by far the largest challenge for most

contractors, according to Ken Simonson, ACG’s chief economist.

With that in mind, how can you adapt your workforce strategy
today? Here are” ve practical steps.
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The pandemic underscored the need for a deliberate, focused,
and thoughtful scenario planning process.

Scenario planning requires development of short- and long-
term strategies to ramp up (and sometimes ramp down) the
size of a team, projects, or full staf ng model, depending on
the expected work ow. Develop contingency plans to adapt to
external threats, such as requests for accommodations.
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Job candidates currently have substantial labor-market power.
They are demanding greater” exibility in where, when, and
how they work. While the level of° exibility depends on the
particular job, responding to these new expectations requires
thinking differently about staf ng, as well as having a well-
de ned employee value proposition (EVP). Your EVP explains



to job candidates why working for you is more attractive
than working for your competitors. Promote your EVP as you
promote open positions to attract the best talent.

Mentoring programs are an effective method for creating a




quite a few programs in the marketplace, it can be a challenge
to evaluate which ones are right for your staff, so consider
hiring a consultancy to assist with this process.

Taking the time to shape the right health plan for your speci ¢
workforce will go a long way toward supporting your talent
and managing expenses. Make an informed decision when
choosing vendors, such as a pharmacy bene t management
provider. Comparing and contrasting telemedicine and digital
therapeutics point solutions can be challenging, because

the health insurance marketplace is® ooded with choices.
Employers who ignore these complexities and continue with
legacy health plan design and delivery approaches will miss
signi cant opportunity gains.

One last thought: Be sure to have attorneys on your team
or staffed within your consulting” rm who can advise you
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Stephen H. Lewis is the Vice President and National Architecture, Engineering,

and Construction (AEC) Industry Leader at Segal, a human resources and
employee bene ts consulting” rm. He has more than 30 years of industry
expertise. Earlier in his career he was founder and principal of Umpire
Industries, Inc., a commercial contracting” rm.
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https://www.segalco.com/
https://www.constructionbusinessowner.com/workforce-management/5-ways-addressing-labor-shortage-recruit-retain-staff

