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What did the 2024 Labor Market Tell Us?.

Q1 Jobs & Employment Headlines

+ Strong US Iabor market underpins economy
in first quarter. Unemployment Rate
continues to faill

+ The unemployment rate has remained below
49% for 26 straight months, the longest such
stretch since the late 1960s.

+ The construction sector added 39,000 jobs,
about double the average monthly gain of

Q2 Jobs & Employment Headlines

* No signs of US iabor market deterioration as
job openings rebound

« ABC: Construction Job Openings Plummet
by 71,000 in June

« The unemployment rate ticked up to 4.3% in
July from 4.1% in June, the highest level
since October 2021, signaling the labor
market s continuing to cool.

Q3 Jobs & Employment Headlines

* US job openings hit 3-1/2-year low as labor
market eases

« The larger-than-expected decline in unfilled
jobs shown in the Job Openings and Labor
Tumnover Survey, from the Labor Dept. which
meant there were 1.07 open positions for
every unemployed person in July. That was

the least since May 2021 and down from

19,000 over the last 12 months. 1.16 in June.

+ Average hourly earnings rose 0.3% in March
after gaining 0.2% in the prior month as
some weather-related distortions faded.
Wages increased 4.1% on a year-on-year
basis

Paul Donato | 19th November 2024

The 2024 Employment Headlines

Job applications surge — but top
performers may still be heading for
the door, Workday says
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2024 Labor Market Review
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Construction Employment Trendlines: 2017 -2024 Industry Survey Data
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Industry Survey Data
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Impacts:

+54% of respondents report experiencing project delays to
shortages of staff

The three toughest-to-staff salaried positions, according to
the survey, were Superintendents (83% of respondents),
Project Managers/Supervisors (81%) and Estimating
personnel (78%).

The three toughest-to-staff hourly or craft labor positions,
according to the survey, were Mechanics (83%), Cement
Masons (83%) and Plumbers (80%).

Why is it Difficult:

« Federal funding: Heavily leans towards investment in Higher
Education vs. proper Construction workforce training — only
20% or roughly $28.3 billion.

Looking Ahead for 2025

Apprenticeships help workers see
construction as their first choice

To combat the labor shortage, John Miclke, senior director of apprenticeshi
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What are Employees Telling Us? Retention!!!

Here’s a breakdown of the top factors that would prevent workers from leaving their

jobs:
+Pay raise (38%)
-Allow remote work (34%)

“Improve workplace culture (33%)

*Improve communication and transparency between management and employees (31%)

+Offer a more flexible schedule (28%)

*Encourage a healthier work-life balance (27%)
+Make changes to management (27%)

«Offer more opportunities for promotions (26%)
*Switch to a four-day workweek (21%)

*Provide training for career advancement (20%)
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CRH Recruitment Approach

+ Dedicated Recruiting Team (Hourly & Salaried Roles) - Geographically Dispersed

* HM Involvement / Interview Training w/ Structured Interviews & Interview Guides / CRH Culture
Promoted Throughout Interview Process

+ Use of Video Job Descriptions / Day in Life Videos

+ Employee Referral Programs (Hourly)

+ Indeed.com CRH Curated Hiring Events (Hourly)

+ Employer Branding: Indeed & Glassdoor Company Pages, Handshake (Intems). Engagement!
+ Internships / University Relations

+ Trade School / High School Relations (Hourly)

+ Community & Civic Organization Involvement (Hourly)
+ Target Former Employees (Boomerang Hires)

* Al Recruiting Tools /QR Codes / VR Gamification

+ Provide a Robust Onboarding Experience

3 Party Search
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Did You Know?
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— Why CRH?

Recruiting & Retention for 2025

CRH Recruitment & Employment Branding (Attract & Retain)...
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AMAT Internship Program Data

2024 Interns - 276 — Tptiors
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Mining Engineering

Returning in 2024
61 Interns (22%) 1013 Intem Data
Total—
Dwerse 35.6% (Female 25%)
Returning Interns in 2023 - 28 (13%)
Eligible for FT Hire: 94
20 FT Offers, 16 Accepted
FT Conversion: 17%

Full Time Conversions
Eligible for FT Hire: 79

Offers Extended To Date: 20
Offers Accepted To Date: 14

= Great Lakes = Northeast = West = South FT Conversion To Date: 18%
*52 Canadian CO-OP Interns

Analysis Future Focus

“ Increase in Total Diversity, slight reduction in % Female + Scaling administrative processes across Americas

« Strong increase in overall Retention/Rehire + Creation of Inter-specific Requisition (automated data collectiof
« Forecasted increase in FT hire conversion % « Creation on Intern Offer Letter within ClickBoarding system

+ 67(24%) will not pursue, did not meet expectations + Increased Divisional focus on workforce planning and AMAT-wide
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Implementation Ideas

Define and Structure Recrui

g by Job/Role Types

jons And Improve the Hiring Process

~Don't sick to boring job descriptions, rather work on interesting descriptions tha clearly mention what a job requires and what i offers.
+Avoid long job posts, as most appiicants spend only 14 seconds on a job ad. In fact, shorter posts receive 8.4% more applications per view than longer posts. They only pay it a glance,
most pay importance to factors stich as the salary range, qualifications, and performance goals.

Streamline the Application Process:

~Eliminate unnecessary requirements for easier worker applications. (Physical Exams)
~Gollect only necessary details upfront from your applicants when applying.

Emphasize Offerings:

- Clearly highiight incentives, monetary rewards, safety measures, and addtional benefs.

Stand Out In the Competition:

+During the hiring process, use testimonials, impressive imagery, and clear descriptions to distinguish your business and atiract workers,
+Interview with purpose and passion

Utilize Tech»ology:

mploy A/ other technological tools o analyze and oplimize recrtment sirategies.
Ceverage datsaren et 0 eniy fociva aderisamerte s aact o candgaten

Recruitment & Retention Action Plans

1. Dévelop a Strong 2. Leverage Technology 3. Offer Competitive 4. Provide Career 5. Create a Positive Work
Employer and Social ion an (Retain)
Brand (Attract) Media (Attract) Benefits (Attract / Opportunities (Retain)

Retain)

A compeling emplo7eT brard ie- (eCHTOgy n recrutment Top talent often looks for Apositve and inclusive work

crucial i attractng top talent. ot procsss  Competie salaries and employers who invest n their environment s araciive to

four brand should communicate  and reach a broader audiencs comprehensive benefis packages  professional growth. Providing potential employees. Promote a

the company's values, culture and  Social media platforms like are crical in attracting and training, cerication programs culture of respect, teamwork and

mission ciearly. Highiighiing Linkedin, Facebook and industry-  retaining top talent. In addtion to  and clear

projects that showcase your specifc forums are valuable tools a good salary, consider offering  Paths can attract ambitious and  and afract now ones.

company's commitment to qualty  for finding and engaging potential health benefts, retrement plans,  Skiled workers.

and innovation can also atract  candidates. bonuses and oiher perks.

skilled professionals who want to
be part of significant and impaciful
K

ste Action Steps:
ste Action Steps: Action Staps:  Oferconiousraing and ~ Fosler e of esect and
- Show testimonials from + Utiize Appiicant Tracking + Conduct market research to evelopment prograr inclusion.
‘employees and success Systems (ATS) to manage job ensure your compensation + Provide mentorshi + Continue maintaining safoty
stories on social media and postings and applications. packages are competitve. oppotriies and suppor o protocols for a safe work
company website. efficiontly. + Offer performance-based obsiing prfes environment
+ Highlight your commitment fo  +  Advertie job openings on incentives and bonuses. cerficatio + Encourago teamwork and
safety, diversity and career Social media and industry- + Provide health insurance, + Showcese carcer collaboration.
development specific job boards. relirement plans and other advancement opportunities
* Maintain a professionaland  + Use Linkedin to connect with essential benefits available in your business.
engaging online presence. professionals and post ob
vacancies.
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. What to Watch

%" The Adoption of the Skills-Based hiring approach
Employment Law / OSHA Changes / New Legislative Policies / Pay Transparency
Fed Reserve & Interest Rates / Financial Markets / Global Markets

Growing Introduction of Al / Tech into our industry continues

Industry aging workforce and the rise of Gen-Z. Ability to maximize both target
populations now and easily make the transition between the two distinct labor pools.
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Recruitment & Retention Action Plans

6. Utllize Employee Referrals 7. Engage with Trade Schools 8. Implement Flexible Work . Conduct Thorough and Fai Focus on Diversity and
(Attract) and Apprenticeship Programs  Policies (Attract / Retain) Hiring Processes (Attract) ocleson (At Rotam
(Attract)
Employee referrals can be an Buiding relationships with trade  Offering flexible work Athorough and transparent hiring A diverse workiorce leads to
effective way to find top talent schools and apprenticeship amangamant oan be snaltscive  processegs arere you select nnovston s improves protle
Current employees can provide programs can create a pipeline of  benefi, especially for skiled the best candidates Solving as it fosters diferent
valuable insights into potential S wonirs Trose heions  prlestionds who vl worklfe  boidng a posive xperenc fr _ perspecovesan s Acely
candidates and often recommend  often have raduates ready to balance. Flexble schedules, all applicants. Clear promoting diversity and inclusion
individuals who are & good fitfor enter the workforce with the. remote work options for certain  communication, far assessments can atiract a broader range of
the company culture. necessary skils and training. foles and accommodating and timely feedback are ciical candidales.
personal needs can make your  components.
company more appealing
Action Steps: Action Steps: Action Steps: Action Steps: Action Step:
Offer incentives for successful  +Pariner with local schools, + Evaluate which roles can offer  + _ Standarcize questions fora  Dvelop diversy and inclusion
hires through an employee. mentorship an flexible work arrangements. structured interview process.  policies and training programs.
referral program. (30-Days) apprenticeship programs. + Implement polcies thatallow  + Use skils assessmentsand  Ensure job postings and
Encourage employess to (Greenfield Sites) for flexible scheduling. practical tests to evaluate recruitment materials reflect a
share job openings within their  +  Offer students and recent + Promote your company's candidates' abiltes. commitment to diversiy.
graduates intemships and flexivity as a key benefitin ~ + Provide feedback to all Employee resource groups
+ Recognize and reward apprentcships. Student job postings. applicants and ensure the (ERGS) can be created (o help
employees who contribute to. Loan Repayment feedback s constructive and  support underrepresented groups.
successful hires. (Slding o By timely.

Reward Scale) indusiry events.
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