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T

he year is halfway over, and as an association, we are tackling many of our
objectives head-on. I continue to be encouraged by the energy and engagement
of our newest members who have a desire to promote ABC and the merit shop
philosophy.

In June, we had a very successful Legislative Conference in Washington, D.C. The Greater
Houston chapter had a record number of twenty-one member participants. In addition to our
Capitol Hill visits to discuss our industry issues with Congress, we attended the ABC National
Board meeting, Diversity Summit, Legal Conference, and enjoyed several receptions and

Letter
From The
Chair

dinners. Thank you to all who participated and represented the Greater Houston chapter.
As of early July, we are at fifty-percent STEP participation, which is good, but our goal is to reach
sixty-percent by the end of the year. Chances are, if you read this magazine, you have already
submitted your STEP application. If so, I ask that you emphasize the importance of STEP to
other contractor members who are in your network. We can reach this goal if we all promote
the message. As a reminder, it is required that all new 2018 members apply for STEP, and
moving forward will be an association-wide requirement. Why wait? Apply for STEP today and
support the ABC Greater Houston objectives!
We are constantly working hard to improve our workforce development funding model, which
is starting to show some improvement. We have new members enrolling in the TCA program,
and have improved our funding model for some of the craft training expenses. We are definitely
not where we want to be yet, but we are seeing improvement.
Membership goals are always changing and never ending, but without renewing and engaged

Robert Burelsmith, PMP
E.E. Reed Construction, L.P.
ABC Greater Houston
2018 Chairman

members, there is no ABC. More than any other objective we have, this is where we need help
from the active and engaged members. We need you to promote our philosophy and spread
the value of ABC to potential member companies. Additionally, if you have any ideas that can
add value to your membership, the board of directors and ABC staff would appreciate hearing
those suggestions so that we can continue to improve the value proposition of being a member.
I continue to believe that ABC is the greatest association in our industry, and that belief is
strengthened every day when I meet and talk with our members. I thank each of you for
being engaged, and thank all staff members for the hard work accomplished on behalf of the
association. I look forward to seeing you at the next event, and appreciate your support.
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Anti-Poaching and Wage-Fixing Agreements:

Drawing the Line Between
Competitive and Criminal
B Y

G E N E

B E S E N ,

G R A Y

I

n October 2016, the Antitrust Division of the U.S. Department
of Justice (DOJ) issued guidance identifying poaching agreements
and wage-fixing agreements as primary antitrust enforcement
targets. In April 2018, the DOJ brought the Department’s first
enforcement case over illegal anti-competitive employment
related agreements.
In a market where skilled labor is in increasingly high demand
and the price of labor continues to rise, scrutiny of employmentrelated agreements is also on the rise. Industries facing skilled
labor shortages are natural targets of DOJ scrutiny, and the
construction industry is no exception.
Even under the Trump Administration, the DOJ has made clear that
it intends to zealously enforce the antitrust laws in labor markets
and aggressively pursue information on additional violations to
identify and end anticompetitive no-poach agreements that harm
employees and the economy. Principal Deputy Assistant Attorney
General Andrew Finch stated, “the Division expects to pursue
criminal charges” at the felony level for no-poach agreements.
From an antitrust perspective, firms that compete to hire or retain
employees are competitors in the employment marketplace. This
is true even if the products and services that they sell do not
necessarily compete in the same product market. It is unlawful
for competitors to expressly or implicitly agree not to compete
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with one another, even if they are motivated by a desire to reduce
costs or obtain other efficiencies.
Accordingly, employers may not agree with competitors to refrain
from hiring one another’s employees, or to hold wages or contract
prices for certain contractors or sub-contractors to an agreed
level. Even mere conversations about these types of agreements,
while inherently difficult to prove, are improper and could be
illegal.
Agreements and information exchanges among employers that
compete to hire or retain employees may be illegal. To avoid DOJ
scrutiny, its best to avoid:
•

Coordination related to salary, benefits, or terms of
employment.

•

Agreeing with another company to refuse to solicit or hire
that company’s employees.

•

Exchanging company-specific information about employee
compensation or terms of employment with another
company.

•

Receiving documents that contain another company’s internal
data about employee compensation.

However, not all agreements among competitors to refrain
from hiring each other’s employees are deemed unlawful per
se. Similar agreements that are reached in the context of a
legitimate business transaction or collaboration (e.g., joint venture
or the sale of a business) between companies may be viewed as
reasonably necessary to achieve the purpose of the transaction
or collaborative arrangement. Thus, in the context of a larger
legitimate business arrangement, no-poach provisions could be
viewed as a valid ancillary restraint. To be clear, the DOJ does
not prohibit all agreements related to employee solicitation and
recruitment. In previous challenges to similar conduct, the DOJ
has clarified that its enforcement actions do not prohibit nonsolicitation provisions reasonably necessary for:
1.

Mergers or acquisitions (consummated or unconsummated),
investments, or divestitures, including due diligence related
actions;

2.

Contracts with consultants or recipients of consulting
services, auditors, outsourcing vendors, recruiting agencies
or providers of temporary employees or contract workers;

3.

The settlement or compromise of legal disputes.

Entering into anticompetitive no-poach agreements can also spark
private antitrust lawsuits by those injured by the anticompetitive
conduct. In private antitrust actions, a prevailing plaintiff can
recover three times their actual damages. Thus, private antitrust
lawsuits can expose defendants to significant monetary penalties.
Private antitrust actions often arise as follow-on complaints after a
successful government case.
It’s recommended to get guidance from counsel prior to discussing
any of these issues with competitors or trade associations.
For further discussion on antitrust violations frequently seen in
the construction industry, join Gene Besen on September 13
for “Walking the Fine Line Between Competitive and Criminal” at
Associated Builders and Contractors of Greater Houston. Visit
www.abchouston.org for details and to register. u
Gene Besen is a partner at Gray Reed & McGraw in
Dallas, Texas. He is highly experienced at handling
investigations, civil enforcement proceedings, and
criminal proceedings brought by the U.S. Department
of Justice and U.S. Securities and Exchange Commission. Gene has conducted numerous internal investigations on behalf of companies as well as audit committees. He can be reached at gbesen@grayreed.com.
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Travel Time: To Pay or Not to Pay?
B Y
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W

ith increasing frequency, employers are being
sued by current and former employees under
the Fair Labor Standards Act (“FLSA”) for failing to
include compensable travel time in the overtime
pay calculation. Whether travel time must be counted for
purposes of overtime pay is a source of continuing confusion
and frustration for many employers. Although there are
FLSA wage and hour regulations addressing travel time (29
CFR §785.33-.41), there are just too many varied travel time
scenarios for the regulations to comprehensively address
all travel time issues employers routinely face.
Most employers are familiar with the concept that travel time
from home-to-work, whether in the employee’s personal
vehicle or a company-issued vehicle, is not compensable
work time. Likewise, activities performed by the employee
that are incidental to the use of the vehicle, such as
stopping for gas on the way to work, generally do not count
as working hours and therefore do not have to be paid.
The obligation to pay for travel time can be triggered by the
employer asking the employee to stop on the way to work
to fill a spare gas tank that will be used later at a job site. If
the employee is required to report first to the employer’s
offices or work yard to pick up tools and materials to take
to the job site, the employee starts his work day at the yard
and the subsequent drive time to the first job location is
compensable and must be counted as hours worked. As a
general rule, once the work day starts, time spent traveling
during normal work hours is compensable work time. This
includes the scenario where an employee must leave the
job site to drive to a supply store to purchase materials and

8

BuildHoustonOnline.com August / September 2018

then return to the job site. The travel time to and from
the supply store would count as hours worked that needed
to be paid. The travel time spent by the employee going
from one job site to the next throughout the normal work
day is also compensable. Similarly, if the employer asks
the employee to stop by the company premises rather
than driving straight home at the end of the work day, then
the travel time from the job site to the company premises
would have to be paid.
The travel time issue becomes more complicated when the
employee is required to drive directly to another city or must
drive a substantially longer distance than usual to reach
the job site. In this situation, the employer will be required
to pay the travel time that is longer than the employee’s
normal drive time to and from work. The difficult decision
is when does this obligation get triggered, especially where
the travel time is just a little bit longer than the normal drive
time.
Overnight travel presents further dilemmas for employers
when it comes to FLSA compliance. When an employee is
required to travel out of town and the travel encompasses
more than one workday, the travel time that occurs during
the employee’s “normal” working hours must be paid but
the travel time outside of “normal” working hours does not
have to be paid, unless the employee actually performs
work during that time. If the employee’s regular working
hours vary, it becomes more difficult for the employer
to determine what travel time must be paid. Sometimes
employers are faced with the situation that employees are

required to travel on a non-workday, such as a Sunday, in
order to be ready to start work out of town on Monday. In
this case, the time spent on the non-workday between the
hours normally worked by the employee is compensable.
Another gray area for employers is when an employee is
called out to work after completing the normal workday
due to an emergency work assignment. If the driving
distance is “substantial” (and the regulations do not provide
a definition or guidance as to how far
is “substantial”), then all the travel time
associated with the emergency work
is compensable.
Unfortunately for
employers, there is no bright line test as
to when the travel time is triggered in
this situation.
Employers concerned with whether
certain travel time is compensable
can request an opinion letter from
the Wage & Hour Division of the U.S.
Department of Labor. The DOL website

(https://www.dol.gov/whd/opinion/opinion-request-1.htm)
provides instructions on how to request an opinion letter
of FLSA issues, including travel time issues. By obtaining
an opinion letter, an employer can rely on the letter and
use it as a defense to a FLSA lawsuit based on the subject
matter of the letter, such as whether certain travel time
is compensable. It is certainly worth the effort to request
the opinion letter to assist in FLSA compliance and protect
against FLSA lawsuits. u
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Influencing Outcomes:
Be the Change You Want To See
In The Worksite
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Even if the corners they cut are NOT safety-related, the
pressure to operate in this manner and to make up for
the low bid over the course of construction typically leads
to an increase in unsafe acts and conditions. And the low
bidder who has no sustainable safety process? His unsafe
outcomes were predetermined.

n Part I: Influencing Outcomes, we learned punitive
environments don’t work and safety bullies do not achieve
safer performance. Workers fear the messenger, not the
message.
In Part II: Influencing Outcomes, we learned workplace fatalities
have gone up, not down, in spite of ever-increasing investments
in safety. We said if safety was a product, it would have already
been discontinued.

2.

RESISTANCE
TO
TEMPORARY
OPERATIONAL
SHUTDOWNS TO ENSURE SAFETY.
Owners typically require contractors to have Stop Work
Authority policies. This is great for attorneys to show “every
worker was empowered”---in writing---but it is often not
true in practice. I have been a personal witness to meeting
after meeting where the owner’s position is “no shutdowns
of operations,” even when the refusal to do so creates a
challenging safety situation for the contractor. This is often
a direct cause of workers engaged in construction tasks
with electrocution and explosion hazards; hazards that
could have been totally eliminated if the owner allowed a
temporary shutdown. The refusal to do so sends a clear
message---operational imperatives (profit) take precedence
over construction safety (people).

3.

CLASS DISTINCTION
Forget the fact that, in America, major employers are called
“Owners” and the rest of the employers are called “Service
Industry.” Forget that this arises from historical master/
slave paradigms where the slave was “property” and less
valuable than the “master.” But please do not forget this
dynamic is alive and well. It is not uncommon to treat

We asked if new questions might yield different approaches.
Here’s a new question: What are leaders doing that is having a
negative impact on safety in the workplace?
In my informal survey of management and labor, in both
construction (80% of those surveyed) and general industry (20%
of those surveyed), the answer is this:
Many leaders---not all of them, but enough to influence industry
outcomes---create double-bind situations that require written
and verbal representations of safety while creating operational
consequences if the safety is truly implemented. Here are just
three examples:
1.

10

AWARDING WORK TO THE LOW BIDDER.
Demanding A+ safety in the competition phase with
B- pricing. Everyone needs to eat. If contractors competing
for work see it continues to be a low bidder world, they have
no choice but to cut corners in order to be competitive.
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construction workers as “less than” the owners they serve
in subtle, and not so subtle ways. For example, some
projects require construction workers to actually change
clothes to enter certain areas in order to hide the fact they
are construction workers. Often, designated eating facilities
are only for non-construction workers---construction
workers can’t eat there because their presence may offend
someone. What does this do psychologically to both the
worker, and those who are allowed/encouraged to look
down upon them? And what is the impact on safety? How
can anyone treated this way be empowered?

that benefit all, including the profitability of both owner and
service provider.
If we become the change we want to see, safety could really
perform and fatalities would really go down. But first, how
do we shift these habitual practices? Is there a different way
of looking at the construction industry that would shift the
paradigm? Tune in to Part IV to explore the possibilities. u

There are as many viable solutions as there are challenges.
But the biggest obstacle is habit because these problems are
habitual and systemic. First, we need people to act in the best
interest of people, not profits. By doing so, solutions emerge

Tara Maria Amavi, is the Founder/President
of TCA/The Compliance Alliance L.P.

TCA has

provided services to almost 1000 companies
nationwide

and

TCA’s

predictive

analytics

software, TCA Instant!, the first of its kind in
construction industry safety, has been ranked #1
in the world for managing contractor safety by a
Fortune 100 company. The TCA Safety System®
is peer-acknowledged as a method based upon TCA’s own trade secrets
which gets better results than traditional safety and, therefore, saves
lives. Amavi was named one of Houston’s 50 Most Influential Women
by Houston Woman magazine, and listed as one of Who’s Who in Safety

At BUYERS, we are committed to providing our customers
with easy and fast access to the highest quality personal protective
equipment and safety products available.

by Compliance Magazine. A sought after public speaker, Amavi has

CONTACT US TODAY ABOUT
LOCAL DELIVERY AND BULK ORDER OPTIONS!

appeared on local & national radio and television programs including
five appearances on The BusinessMakers, a radio show previously
hosted by John Beddow & Russ Capper. Ms. Amavi may be contacted at

DFW

HOUSTON

S A N A N T O N I O | 8 6 6 - 3 5 5 - 0 9 0 1 | B u y e r s S a f e t y. c o m

tara2014@tcamembers.com or 713.263.7661.
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You Can’t Go Back
B Y

B E N N E T T

G H O R M L E Y

executives and project leaders. As a consultant, I had been asked
to review their safety program. The contractor was seeking to win
bids from some of their old and reliable customers. Apparently, it
had been years since an outside source had visited the company
with the intent of offering suggestions for improvement. This
contractor had won an award in a safety awards program about
15 years prior to my visit. Upon questioning them about their
safety program, they began telling me about what they did the
year of that award and they were using the same techniques
today. What I wanted to tell them was harsh, but I politely stated,
“You can’t use those former techniques. Times and safety
programs have changed and you must keep up-to-date and
innovative in safety.” What was good in the 90’s may not work
today. In a manner of speaking, I was telling them, “You can’t go
back”.
OLD SCHOOL
One vintage system in particular was their Employee Disciplinary
Action Program and the number one method for discipline was

I

n September of 2011, wildfires swept across parts of Texas.
Total acreage burned in Bastrop County, where my son’s family
lived, was about 30,000 acres. More than 1,500 homes were
destroyed and two were killed. At the time, I was traveling to

to show non-compliant employees to the door. In my opinion,
those techniques did not work in 1993 and they don’t work today.
What an employer must realize is that by discharging employees
without the opportunity to make amends, change habits or be

multiple project sites out West. At one location, a lady on the

re-educated, the contractor only loses employees that must be

project team was quite upset and anxious. With little information

replaced. If the contractor hired the most qualified to begin with,

from the sources in Texas, she told me she and her husband,

discharging some would mean the replacements will be less than

both working at the construction site, were from Bastrop and

qualified. In today’s world, employees have rights and employers

had lost her house, all her possessions and several pets and farm

must understand it. Re-training, probation or other non-punitive

animals. This couple, like many thousands in the construction

measures should first be used before discharging an employee.

industry, was away from their community, and at the mercy of
neighbors watching their home and property. Sobbing, she told

On an out of state bridge project, it was determined that the

me, “There is nothing to go back to”.

project leaders’ methods were discriminatory. Discipline and

YOU CAN’T GO BACK

person’s behavior attempting to salvage the good of a person.

While auditing a contractor employer at a Gulf Coast industrial

Discrimination and last century’s rules deny employees their

facility, I had the opportunity to visit with several corporate

rights and may today be found illegal.
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discrimination are vastly different. Discipline is a way to alter a

WHAT TO DO?

Bennett Ghormley has more than 35 years of experience

The contractors asked me what they should to do to come

in safety, training and construction administration. He is
experienced in implementing safety programs involving

up to current employee hiring and best safety practices. My

commercial,

answer may not have been the one they wanted to hear. First,

Ghormley

industrial

has

and

conducted

municipal
audits,

industries.

investigations

Mr.
and

you need a trained HR person who knows the legalities of hiring

inspections in refineries, chemical and petrochemical plants,

and termination. In addition, they should get their corporate

for pipelines, water and waste facilities, manufacturing
plants and fabrication facilities. Mr. Ghormley has served

staff trained in current safety best practices and compliance

as an expert witness in litigation cases and appeared before

standards. A good place to start, I recommended, is the local

the Workers’ Compensation Commission, EEOC, Employment Commission and civil

Associated Builders and Contractors chapter. With management

courts. Contact Mr. Ghormley via email at bennettghormley@yahoo.com.

short courses, leadership and safety
training, one can get up to speed quickly,
although it could take a few months.
They would also need a safety manager,
trained in the latest techniques of
behavioral

based

safety,

project

PRECAST TRENCH DRAINS
A B U I L T I N S L O P E S O Y O U C A N J U S T L I N E ‘ E M U P.

planning, craft assessment and training,
safety

education

and

orientation,

worker involvement, near miss/incident
reporting and investigation, stop work
authority,

craft

safety

committee,

rewards and recognition programs
and many others to have a good start.
Lastly, I asserted, you must be willing to
listen to people who can bring change
to the old culture.
I’m not sure that contractor ever did
get more project awards. They seemed

AS EASY AS PRECAST GETS.

unwilling to make changes in their
safety and business culture and without

Locke’s trench drains are so easy to install,

change, they might best be served

you basically just have to line them up.

to move back into the cave. Primitive

LOCKE SOL U T I ON S. C OM

thinking calls for primitive methods

8 32- 8 0 4 -70 6 2

Sure, some assembly is required, but we
know you’re more than capable of that part.

and from the cave, you almost can’t
go back. u
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M A R C

K N I G H T

B rett K insel ( lef t ) and
R iley K night ( right ) at the ISTC
B anquet accepting several awards ,
including , 1,000,000 man hours
worked without an incident .

COVE R STO RY

I

started my first business at the age of twelve, with the
help of my father, in the summer of 1966. He woke me
one Saturday morning, drove me down to Western Auto,
and we picked out a fire engine red push lawn mower,
with the big spoke back wheels. Next, at the bank, he
set up a $136 loan for me to pay off my new mower through a
summer of mowing lawns. Papers signed, we headed to start
my first job. Excitement overflowing, I jumped out of the truck
and ran around to lower the tailgate, only to meet my father
with a stern look on his face. This is the moment that set my life
on the path that lead me here today. It was there, just before
my first job, that I learned what a service company should never
forget. My father said, “Son, always remember, your job is not
just to mow lawns. Your job is to take care of people.”
At age twenty-six, I started a pipe inspection company,
Knight Inspection Services. Through the years,
I never forgot what my father told me that
Saturday morning, and I ran my business
accordingly. That focus on taking
care of both my employees and my
customers allowed me to expand
into other services, primarily
surface
preparation
and
coatings, insulation, scaffolding,
fireproofing, plus many other
specialty services.
At age sixty-three, I passed my
company, now named Knight
Industrial Services, along to my
son and nephew, Riley Knight and
Brett Kinsel. They presented me with
a business plan that not only fit within
my lifelong theme, but implemented it in
a way that would weave through the fabric
of our entire company, not allowing any decision
to be made that did not fit with our “take care of people”
mentality. In one years’ time, Riley and Brett have implemented
many procedures that ensure we continue to take care of our
employees and customers. They have not only created a true
TEAM culture, re-invented our bidding processes, hiring, job site
procedures, and safety and quality programs, but they are also
implementing a training program that will allow our employees
an opportunity to grow their career, and many other processes
that help bring our TEAM even closer.
I am very impressed by the results just from their first year in
office. They have grown the company by 400%, and because of
the processes they have put in place, it has been an extremely
healthy growth. Customers are happy, and our employees are
happy, because they are taken care of. That mentality fuels

every decision we make both in the office and out in the field.
When offering soft craft support services to a new construction
project, we see ourselves as a teammate, not a vendor. Our
maintenance crews are not instructed to max out the budgets,
but rather, to always perform as efficiently as possible. These
are all things I have striven to do for years, but, in business,
things change, situations demand different solutions, vision
becomes muddied, and I didn’t have this unified theme written
down for all to see and adhere to. That is the most important
thing Brett and Riley did after taking over management, they
developed our mission statement:
“To raise the standard of ethical practices in our industry by
developing honest relationships, to provide a quality service
devoted to our customer’s best interests, and to maintain a
safe work environment in which all employees are valued,
treated with dignity, and have a voice.”
Our mission statement is, “taking care of
people,” spelled out, defined, solidified,
and set into stone for all to see. It
is our guiding light through the
murky waters, the filter in which
all decisions must pass through,
the further development of
the theme that has made our
company last for 38 years, and
has inspired a new generation
to make something great. My
favorite definition of what is
success in business is a noble
goal: “Improve the world around
you.” A service company focused on
taking care of people will do just that,
and I have zero doubt that my company,
under the control of Riley and Brett, not only
will do just that, but also set a new standard across
our industry.
My father passed away when I was twenty-four years old, but I
know he would be proud of what I have accomplished, and how
I accomplished it, and I know this because of the amount of
pride I feel for my son and nephew, and their dedication to the
same goal. My story does not end here, but rather continues
with each passing day in the form of the American Dream
realized. Help us write our story. Help us raise the bar. We are
thirty-eight years young and are improving the world around
us every day, and we are honored to have the opportunity to
do so.
To learn more about
www.knightis.com. u
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Demographic Dilemma
B Y

L A W R E N C E

M .

J A C O B S

t's no secret that the demographic profile of the United
States is growing older at a rapid pace. While the U.S.
population is projected to grow just 8% between 2015
and 2025, the number of older Americans ages 70 to 84
will skyrocket 50%.1

I

With roughly 75 million members, baby boomers (born
between 1946 and 1964) make up the largest generation
in U.S. history. As a group, boomers have longer life
expectancies and had fewer children than previous
generations.2
Now, after dominating the workforce for nearly 40 years,
boomers are retiring at a rate of about 1.2 million a year,
about three times more than a decade ago.3
Though the economy has continued to improve since the
Great Recession, gross domestic product (GDP) growth
has been weak compared with past recoveries. A number
of economists now believe that demographic changes may
be the primary reason.4
SPENDING SHIFTS
Retiring boomers are largely being replaced with younger,
less experienced workers, which could reduce productivity.
And with fewer young people joining the workforce, the
consumer spending that fuels economic expansion and
job creation could take a hit. When young people earn
enough money to strike out on their own, it typically spurs
additional spending — on places to live, furniture and
appliances, vehicles, and other products and services that
are needed to set up a new household.
On the other hand, when people retire, they typically
reduce their spending and focus more on preserving
their savings. Moreover, retirees' spending habits are
often different from when they were working. As a group,
retirees tend to avoid taking on debt, have more equity
built up in their homes, and may be able to downsize or
move to places with lower living costs. More spending is
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devoted to covering health-care costs as people age.
If a larger, older population is spending less and the
younger population is too small to drive up consumer
spending, weaker overall demand for products and
services could restrain GDP growth and inflation over the
long term. Less borrowing by consumers and businesses
could also put downward pressure on interest rates.
A NEW NORMAL?
The onslaught of retiring baby boomers has long been
expected to threaten the viability of Social Security and
Medicare, mainly because both are funded by payroll
taxes on current workers. But this may not be the only
challenge.
A 2016 working paper by Federal Reserve economists
concluded that "demographic factors alone account for a
1.25 percentage point decline in the natural rate of real
interest and real gross domestic product growth since
1980." Demographic changes could remain a structural
impediment to economic growth for years to come.5
Many economists acknowledge that U.S. population trends
are a force to be reckoned with, but the potential impact is
still up for debate. Some argue that labor shortages could
drive up wages and spending relatively soon, followed
by higher growth, inflation, and interest rates — until
automated technologies start replacing larger numbers of
costly human workers.6
Even if demographic forces continue to restrain growth, it
might not spell doom for workforce productivity and the
economy. Another baby boom would likely be a catalyst
for consumer spending. Family-friendly policies such
as paid maternity leave and day-care assistance could
provide incentives for women with children to remain in
the workforce. It's also possible that a larger percentage
of healthy older workers may delay retirement — a trend
that is already developing — and continue to add their
experience and expertise to the economy.7 u

1, 3) Global Growth Projections for The Conference Board
Global Economic Outlook 2016. The Conference Board. 2015. Retrieved from:
www.conference-board.org/attach/GEO_metriodology_oct20151.pdf
2) Gillers, Heather; Tergeson, Anne; Seism, Leslie.
A Generation of Americans Is Entering, Old Age the Least Prepared in Decades. The
Wall Street Journal. 2018. Retrieved from: www.wsj.com/articles/a-generation-ofamericans-entering-old-age-the-least-prepared-in-decades-1529676033
4, 5) Main Factors Bringing Population Growth. Pew Research Center. 2015.
Retrieved
from:
www.pewforum.org/2015/04/02/main-factors-drivingpopulation-growth/
6, 7) Harris, Karen. The Collision of Demographic, Automation, and Inequality.
2018. Retrieved from: www.bain.com/publications/articles/labor-2030-thecollision-of-demographics-automation-and-inequality.aspx

This information is not intended as tax, legal, investment, or retirement advice or
recommendations, and it may not be relied on for the purpose of avoiding any
federal tax penalties. You are encouraged to seek advice from an independent
professional advisor. The content is derived from sources believed to be accurate.
Neither the information presented nor any opinion expressed constitutes a
solicitation for the purchase or sale of any security. This material was written
and prepared by Broadridge Advisor Solutions. © 2018 Broadridge Investor
Communication Solutions, Inc.

Lawrence Jacobs is an Investment Adviser
Representative with the Principal Financial Group
in the Houston office. Lawrence has specialized in
financial planning for individuals and assisting
business
owners
with
employee
benefits,
retirement planning and insurance solutions
for nearly twenty years. He can be reached at
(713) 496-3165 and Jacobs.Lawrence@principal.com.
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Andrews Myers' knowledgeable team
has advised our firm on risk management,
contract language and negotiations.
They are responsive, professional and
they understand the unique issues of our
industry.
- Art Canales

Executive Vice President
Chamberlin Roofing & Waterproofing

Business Insight from the Ground Up
Toll-Free: 866.535.2329 | www.AndrewsMyers.com
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Generational Changes and
Communication in the Construction Industry
B Y

L I N D A

C A R T E R

D

uring one of the leadership development sessions I was
facilitating last year for a client, I observed one of the
participants sitting back in his chair with his arms crossed over
his chest and appearing to be, at a minimum, disinterested
in the session. It was as if to silently and indirectly communicate,
“Look lady, there is nothing here for me. I was forced to be here
so let’s get this thing over with so I can get on with something
much more important to me than this class.” He appeared very
confident, if not almost cocky, and was disengaged from the
conversation. He was a recent graduate of one of our great Texas
universities, had a new position as an assistant project manager
for a well-known company in the Houston construction industry
and now he was required to attend this leadership development
program. I looked at him and asked, “John, how much do you think
you know?” He smiled and replied, “I think I know a lot!”
Now as a Baby Boomer, I found this quite amusing. He wasn’t the
first Millennial sitting in one of my sessions acting like he was being
tortured to have to attend one of these classes. I said, “John, is it
possible that you don’t know as much as you think you know, and
is it possible that you don’t know that you don’t know as much as
you think you know?” I can say that I certainly stirred up the room
because by now several people were chuckling, and I could tell
his head was spinning from trying to process what I had just said!
He looked at me as if I had three heads and started turning red in
the face. I then said to him, “Now John, before you get all worked
up, would you be open to consider this idea. In the big picture of
life, and all there is to know about everything that exists, not one
of us in this room individually knows very much. In fact, if you take
all of us in this room collectively, we still know next to nothing. We
may know just a tiny little speck at most, of all the knowledge in
the universe. And think about this John, if we approach life as if we
already know everything or at the least ‘a lot,’ then are we open
to learning something new? And although you recently graduated
from college and that is commendable, do you really think you
know everything about the construction industry or even just your
job? Here’s what I know John: you know what you know, and you
know what you don’t know, but you don’t know what you don’t
know and that is what you might learn here, something you don’t
even know you don’t know!” Now stop and picture John’s head
doing a 360!
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The good news is that after John recovered from that lively
discourse, he began to listen and actively participate. After all, I
put all the attention on him and being of his generation, he kind
of liked that. In the end however, he did become one of the most
successful participants of his company’s leadership program.
By recognizing that for John to embrace the learning process, he
needed to be allowed to communicate his ideas, opinions, and
knowledge freely and actively. That’s what his generation, (the
Millennials) want, to be actively involved in the conversation, be
able to share freely, to have their input welcomed and valued and
to be able to shoot straight even if it stings a bit. Not because they
are mean, but because they are wired to be honest to a T.
We need to recognize that there are several generations working
and the differences each generation brings is the strength that
is helping to create one of most the dynamic, rapidly changing,
growing, and successful business environments in history. Each
generation also brings something valuable to the table. Never in
history has there been so many generations actively working side
by side to change the corporate culture dramatically, especially
in the last ten years. It has swung from the authoritarian, ruleoriented, command and control style of management with a
preference for the in-person/face to face style of communication
of the Traditionalists (born between 1927 to 1945), to the
collaborative style of leadership with a technology-focused
style of communication that is required and encouraged by the
Millennials or Gen Y (born 1981 or later), the largest group in the
working population. They are competitive, confident, tech-savvy
and polite in their communications and would prefer to text and
email over most face to face or phone interactions. They desire
positive, respectful, and motivational communication. Providing
these employees with regular guidance is needed, frequent
positive feedback is a must, and keeping them “in the loop,” is the
expectation for these team players.
In-between the bookends of Traditionalists and Millennials are the
hard-working Baby Boomers, (born between 1946 – 1964). These
workaholics are optimistic, seek personal gratification and tend to
be more authoritative in their management/leadership style, tend
to be diplomatic and direct in their communications and prefer

face to face interactions. They are currently the second largest
group in the workforce but are diminishing with approximately
10,000 employees retiring each day.
Generation X (born between 1961 – 1980) are self-reliant,
results-oriented and fun. They tend to be blunt and direct in
their communications but have the potential to bridge the gap
between the youngest and oldest workers. They often gravitate to
being entrepreneurs and thrive on diversity and challenge in their
leadership approach, but they can also tend to be a bit hands off
in managing others. This can be great if you don’t want anyone
breathing down your neck, but it can also be ineffective in having
a clear understanding of what progress is being made or what
problems rearing their heads if this boss is not taking temperature
by asking questions.
If co-mingling these four generations is not challenging enough,
the complexion of the business world will be further challenged
by the inclusion of a fifth generation to its’ workforce, the I Gen or
Gen Z (born 2001 and after) who are now just leaving high school
and with a communication and leadership style that has yet to be
determined.
I was invited to attend the same client’s company-wide retreat
several months after their leadership development program to
give a short refresher on personality and communication styles.
Near the end of my session I asked the group, “So, now how much
do we know?” John shouted out, “Miss Linda, we know nothing!”
The group cheered at this millennial’s confident self-awareness. It
was a good day.
One thing I have learned on this forty-year journey of facilitating
leadership development in the construction industry is when
the different generations focus on and recognize each other’s
strengths, manage the weaknesses, strive for improvement by
working together effectively, everything is possible. Is it easy?
No. Will it require education? Yes. If you want success blending
the different generations together in your organization, help
your employees understand and embrace the differences each
generation brings. At the end of the day, we are truly better
together - all of us! u

Linda S. Carter is the President of Resource
Management Associates, a management consulting
and leadership development firm. Since 1983 RMA
has been assisting organizations, their leaders
and employees rise to their next level of leadership
success. She is the lead facilitator for ABC Houston’s
Leadership Forum, the ABC Houston’s Young
Professionals Group as well as other organizations,
internationally.

LEADERSHIP 2.0
ARE YOU READY TO TAKE THE NEXT
STEP ON THE LEADERSHIP LADDER?

BEGINS SEPTEMBER 7TH 2018
INSTRUCTED BY: Linda Carter
SESSION TOPICS INCLUDE
Attracting, Growing and Keeping your #1 Asset; Your People
Developing Self-Awareness to Support Your Goals
Attitude is Everything
Presentation, Facilitation, Teaching and Training Skills
Networking and Executive Etiquette
Empathetic Leadership in a Multi-generational Workplace
Class is limited to 20 students. REGISTER TODAY!
WWW.ABCHOUSTON.ORG

| (713) 523-6222
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Women in
Construction
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here are many challenges in the construction industry,
but one of the largest is the availability of craft-worker
manpower. According to The National Association of
Women in Construction, women only comprise nine
percent of the total craft-worker workforce, so construction
companies could see a huge boost in their recruitment efforts
by targeting female candidates1.

Several members from the Associated Builders and Contractors
of Greater Houston (ABC) chapter are working to include
women on the jobsite. TDIndustries recently developed a plan
to assist with recruiting, hiring, and training tradeswomen.
MAREK created the Women@MAREK employee network to
provide mentoring and support for women craft professionals
as they prepare for a career in construction while working in
the field.
“When brainstorming solutions back in 2016, we had a shift in
mindset. We were always going to operate in a deficit so long
as we were only recruiting fifty percent of the population,”
said Randee Herrin, Senior Vice President of Houston New
Construction at TDIndustries. “We realized that if we shifted
our focus to the training and development of women, we could
create a pipeline of talent that could lead us out of deficit
and into abundance.” Herrin said she wanted to change the
numbers, but didn’t know how to get started or where to find
women who are interested in construction careers.
A few months later, Workforce Solutions, on behalf of
TDIndustries, contacted approximately 2,500 female job
seekers for an opportunity to work as sheet metal and pipefitter
helpers. TD ultimately selected ten women to receive training to
become full-time TDPartners. The women received OSHA 10th,
personal financial training, and workforce readiness training
before moving on to hands-on training from the foremen. TD
held its graduation ceremony in the Houston office on May
10 to commemorate the completion of the program and to
celebrate the new tradeswomen who will begin full-time work
with TD.
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“We are so proud of this initiative and are honored to be
working with these amazing organizations,” Herrin said. “With
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their help, we will be able to provide women access to a career
with benefits and an abundance of opportunity for growth.”
Women have played major roles in construction for decades.
During WWII and the Korean conflict, women had to take jobs
that the men couldn’t take since they were on the front lines.
Not only did women build the war machines, they ferried the
men to Europe and the Pacific theaters. Many women lost their
lives during the wars while doing so. Their model was “Rosie the
Riveter” who symbolized the women who played major roles as
riveters, sheet metal workers, and steelworkers. They built tanks
for the front, built locomotives for the home front, and flew major
missions around the world.
The Women@MAREK program was started in 2016 by Saied
Alavi, a Managing Director for MAREK Houston, as a platform to
help recruit, train, and support more women joining and rising
in commercial construction’s craft workforce. The program is
supported by company ownership and is led by women, for
women, at MAREK.
“Our mission is to continuously make both MAREK and our industry
a better place to work while energizing, sustaining, and growing
construction tradeswomen,” said Krista Sayre, Superintendent at
MAREK and leader of Women@MAREK. “We provide a platform for

women to care, connect, and coach at work.”
Sayre explained the purpose of the group, now numbering close
to one hundred women, is to upskill productive performance,
educate on personal development, recognize achievements,
retain, and recruit. “MAREK employees take pride in craftsmanship
and believe training is important in our industry. By encouraging
women to play an active role in their success, we prosper together
as a team through the growth of each player,” said Sayre. “We
are proud of our craftswomen and the ideas they bring forward
to improve opportunities for all our craft professionals. We look
forward to working with our peers to attract and grow more
women in construction, so our industry can access everything both
women and men have to offer as we build the future together.” u
To learn more about how these members are working to help
women in the construction industry, please visit www.TDIndustries.
com or www.MarekBros.com.
To learn more about ABC/CMEF, visit our website at www.
abchouston.org.
1Statistics of Women in Construction. December 2016. The National
Association of Women in Construction. Retrieved from: https://www.nawic.
org/nawic/statistics.asp

IN OUR

COMMITMENT TO SAFETY.
Safety to MAREK means: having a complete understanding of
the job at hand. At MAREK, we don’t rely on luck to maintain a safe
jobsite, we rely on training and communication to ensure each and
every employee has a complete understanding of their task at all times.
Safety to MAREK means: having consideration for the family that
depends on you and for the company that employs you. For more than
80 years, MAREK has valued its employees, customers and community
by being leaders with safety on every project, every time.
Mandatory New Employee Safety Training | Specialized Equipment
Training | Fleet Safety Program | Ongoing Education and Support
Bilingual Safety Courses and Guides

MAREKBROS.COM
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I N T HE KNOW

McCarthy Building Companies
Mobil Steel recorded more than two years
of working safely without suffering an OSHA
recordable injury – a workplace injury or
illness that would require medical attention.
Medical treatment which would create an
OSHA-recordable work injury can be as simple
as prescription medicine. All OSHA-recordable
injuries must be recorded in an official
Occupational Safety and Health Administration

SPECIALIZING IN RENTALS AND SALES OF
HEAVY TIMBER AND LAMINATED MATS
SERVING THE GULF COAST FOR OVER 30 YEARS

1(800) 671 - 0694

WWW . AMERICANMATANDTIMBER . COM
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McCarthy Building Companies
log and reported to the safety and health
administration.
Throughout the two-year OSHA recordable
safety streak Mobil Steel management rewarded
employees quarterly and annually for safety
performance. Mobil Steel employees celebrated
the two-year safety milestone during a July 4th
lunch served in the steel fabrication shop.
McCarthy Building Companies served as the
construction manager-at-risk for the Museum
of Fine Arts, Houston-Glassell School of Art, and
recently completed the project in May 2018.
McCarthy completed demolition of the existing
school, infrastructure upgrades, a new central
utility plant, and a two-level underground parking
garage. The Glassell School of Art hosts classes,
workshops, and educational opportunities for
students diverse in age, interests, experience and
needs. Nearly doubling in size, the new school is
approximately 80,000 square feet and replaces
the original building, which was designed by
architect S.I. Morries and housed the school since
1979.
E.E. Reed Construction recently completed
Redemption Square in Northeast Houston. This
mixed-use project includes a five-story office
building, pavilion/plaza area, and five-story
parking garage. E.E. Reed worked with McCord
Development, Colliers International, Page, and
TBG Partners on this development which is located
at the center of the Lake Houston community in
McCord's Generation Park development.

THE INDUSTRY IS GROWING.
Do you have the employees you
need to grow with it?
 Industrial Sales
 Sales Management
 Operations Management
 Engineering Management
 Construction Management
 Project Management
 Safety Management
 C-Level Executives

“
“

“BIC Recruiting has a very strong candidate database
exclusive to the industrial services industry. BIC

Recruiting’s skilled candidates and industry knowledge
are why we use their services.”

— Danny Donaldson, Senior V.P. Operations, The Brock Group

“I was very pleased with the level of talent BIC

Recruiting brought to the table. It is obvious BIC

Recruiting’s Thomas Brinsko and the entire team know
the industry well.”

— R. E.“Bob” Parker, President, Repcon Inc.

See open positions at BICRecruiting.com

For a confidential search, please call Thomas Brinsko or Hazel Kassu at 281-538-9996.
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The new Budweiser distribution facility includes
a 100,000 SF warehouse and 30,000 SF of office
space. E.E. Reed Construction worked with
Wismer Distributing, Facility Planning, Tramonte +
Johnson, and several consultants on this project
which was celebrated with a Grand Opening
Parade and Party! u

E.E. Reed Construction recently completed
Wismer Distributing, a design/build project with
Tramonte + Johnson, in Mont Belvieu, Texas.
After operating in Baytown for nearly 60 years,
the longtime Anheuser Busch beer distributer
needed to expand its footprint.

Our construction team

builds
solutions

relationships by providing clients with

HOUSTON
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OUR WORK IS MORE THAN
EARTH MOVING!
Family Owned & Operated
Proven Safety Record
1.5+ Million Annual Work Hours
Quality Minded
On Time Project Delivery
Cost Driven
Relationship Based
Proudly Serving the
Texas & Louisiana Gulf Coast
Site Development
Clearing & Grubbing
Mass Excavation & Embankment
Site Utilities
Soil Stabilization
Asphalt Paving
Railroad Construction

(281) 445-2070
WWW.WTBYLER.COM

