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•Recent trends & forces affecting the industry

•Why the next 10 years will experience more change 
than the prior 40

• Ideas to position your organization, workgroup, 
personal career for the future

Agenda



Background 
& Perspective



Simplar
• Consultant, Research, OCM, and Trainers

• Expertise with all parties (owners & vendors)

• Provide consulting, tools, training for:
• Procurement & Sourcing
• Project Delivery
• Risk-based Partnering & Advanced Collaboration
• Project & Risk Management, Project Controls
• Organizational Readiness & Transformation
• Technology Adoption + AI Adoption/Transition
• Performance Measurements



• Becoming a Client of Choice

• Becoming a Performance-Based Vendor

• Other things:
• Industry Benchmarking
• Human Dimensions
• AI Impacts & Strategy
• Talent Development
• Workforce Studies
• Exploratory research
• Policy & Regulations
• Standards & Templates

Simplar



Information
Technology
Networking
Data centers
Hardware
COTS software
ERP systems

Help desk services
eProcurement

Facility
Management
maintenance
landscaping
security service
building systems
industrial moving
waste management
energy management

custodial
conveyance
pest control

Health Insurance/
Medical Services

Manufacturing

Business/Municipal /
University Services

Construction/Design/
Engineering
Infrastructure
Municipal
Laboratory
Education
Hospital
Corrections
Financial

Renovation
Repair
Maintenance
Roofing
Specialty
Demolition
Development

DBB
CMAR
DB
IDIQ
JOC
Low Bid
IPD

20+ Years | 200+ Owners 

4,000+ Projects | $30+ Billion Procured/Delivered

dining
multi-media rights
fitness equipment
online education
document management
property management
audiovisual
communications systems
emergency response systems
laundry

retirement fund 
material recycling
bookstores
furniture







• Non-Profit Research Foundation
• Focused on Applied Research for Industry Use Cases

• Specialty Areas:
• Procurement & Supply Chain
• The Built Environment
• Facilities Management
• Organizational Transformation and Change Leadership
• Partnering, Planning & Project Management
• Project Delivery
• Talent Development, Reskilling, Upskilling





simplarfoundation.org/blog





Welcome! 3rd Thursdays monthly
@ 12pm Central

Teaching Moment 
 learn a new tip, trick, or tool

Virtual Peer Groups 
 network with other procurement professionals

Announcements & Opportunities
 upcoming courses & other ways to get involved

Office Hours 
 open Q&A until the questions run out!

center4procurement.org/rfp-doctor 

https://center4procurement.org/rfp-doctor
https://center4procurement.org/rfp-doctor
https://center4procurement.org/rfp-doctor


*FREE* Online Course!  10 PDH  

Better RFPs = Better Projects
• Session #1 = Organizing a High-Performing RFP

• Session #2 = Effective Statements of Work (SOWs)

• Session #3 = Evaluation Best Practices & Vendor Debriefings

• Session #4 = RFP Administration 

NASPO’s Procurement U
• Log on to the Procurement U Learning Management 

System (LMS) to register, access the course and materials. 
www.naspo.org/procurement-u/ 

– or Email Amy: amy@center4procurement.org 

• Open to all (even non-members of NASPO)

2025 was 3 times
(Jan, May, Aug)

https://www.naspo.org/procurement-u/
https://www.naspo.org/procurement-u/
https://www.naspo.org/procurement-u/
mailto:amy@center4procurement.org




Trends & Forces 
Shaping the Industry



• Will future be faster moving or slower moving than now?

• Will the future have more certainty or be less certain (cost, supply chain, resources, dependability) ?

• Has the workload increased or decreased?  Has complexity increased or decreased?

• Will there be proportionally more money and resources to complete the necessary work?

• Is the available workforce more/less/same in terms of dependability, flexibility, initiative, leadership, 
technical skills, know-how, interpersonal skills, work ethic, and overall quality of input/output.

• Will the work be more automated and standardized, or less?

• Will the work be more customer-centric or less?  More solution-focused or less?

Thinking Questions



Trends & Forces 
Shaping the Industry

Economic / Geopolitical



Quick Market Review



Things have Gotten a Lot More Expensive



Price Changes – High Volatility 







• 90% say supply chains are less reliable than pre-COVID
• Got bad, started to get better, got worse again and haven’t improved much over last couple of 

years

• 50% say vendor delivery dates or promises are less reliable
• Once selected, suppliers know they have leverage so are incentivized to say one thing to get the 

job, and then change it once they have it
• Majority of procurement/orgs are looking to make contract “tighter” or have “stricter penalties” 

to accommodate this

• 100% say the workforce is less reliable than pre-COVID

Recent CURT Study 



Lead Times Remain Elevated



Massive Growth in Construction Spend







The Numbers

Operating DCs:
1,297

Planned DCs:
2,106

Op Capacity:
61,557 MW

Planned Capacity:
378,219 MW



Current Client Experiences:

• Cost escalation/ uncertainty/ client’s having “sticker shock”

• Hot Market for Vendors

• Supply chain less reliable

• Workforce is tight

• Safety, Quality & Productivity are all worsening

• Margins diminished 

• Clients in competition with each other for limited resources

• Everyone looking for solutions

Market Realities….



Trends & Forces 
Shaping the Industry

Demographics & Workforce
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Unprecedented gap 
in $$$ vs. workforce
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8.6M

10.1M

15-20% new entrants
Lost 5-10% most 

experienced

Net:
Quarter to Third of the 
workforce is “Greener”



Workforce
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Workforce
• More men 25-34 yo live with parents than with spouse 

– First time since 1880

• Leisure hours have increased
– 75% of which are spent playing video and computer games

• Drugs are a big problem 
– Robbing nearly 1M “prime-age” men every year

• Expanding to 24-55yo
– Participation rate is currently 2% below 1940



Workforce

$77T Wealth 
Transfer



Workforce



• 79M Boomers (born 1946-1964, ages 61-79)

• 65M Gen X’ers (born 1965-1980, ages 45-60)

• 72M Millennials (born 1981-1996, ages 29-44)

• 69M Gen Z (born 1997-2012, ages 13-28)

• 45M Gen Alpha (born 2013-2024, ages 1-12)

• ?? Gen Beta (born 2025+, currently 3.6M/yr)

Total Births



• 79M Boomers (born 1946-1964, ages 61-79)

• 65M Gen X’ers (born 1965-1980, ages 45-60)

• 72M Millennials (born 1981-1996, ages 29-44)

• 69M Gen Z (born 1997-2012, ages 13-28)

• 45M Gen Alpha (born 2013-2024, ages 1-12)

• ?? Gen Beta (born 2025+, currently 3.6M/yr)

Total Births

Now: fighting over 
69M Zoomers

Next: recruiting into 
45M Gen Alpha



Sponsor
Age: 55

Project Mgr
Age: 48

Constr Mgr
Age: 47

Commercial Mgr
Age: 47

Safety Mgr
Age: 41

Safety Mgr
Age: 49

Sponsor
Age: 39

Project Lead
Age: 33

Discipline Lead #1
Age: 29

Discipline Lead #2
Age: 32

Discipline Lead #4
Age: 31

Discipline Lead #3
Age: 46

Today 4 years go

-16

-15

-18 -15

-10-3



• “Boomerism” à current business assumptions and models are 
built around boomer workforce characteristics from 1980s-2000s.

• Historical context: 
• Boomers entered workforce during period of more people than jobs 
• Created loyalty-based work culture with hierarchical military-style 

management structures.

• Current procurement & contracting models assume available 
skilled workforce, stable supply chains, and stable pricing - 
assumptions no longer valid.

Boomer Legacy in the Workplace



• Great recession (2008) delayed boomer retirements years, 
preventing natural workforce transition.

• Artificially extended average career cycle

• Most productive employees (55+) compensated for millennial 
productivity gaps but are now retiring:

• Millennials are the least productive generation in the history of the 
country

• Zoomers are joining the workforce now and they might be worse
• Knowledge Loss is exacerbated by the confluence of challenges – most 

organizations are not formally and proactively capturing, systematizing, 
and distributing the knowledge 

Challenges with Boomer Exodus



Who are the Zoomers?

• First fully digital-native 
generation à first generation 
that grew up with the Internet 
available as a part of daily life.

• Reduced socialization à spend 
more time home or online



Who are the Zoomers?
• Strong ethical standards, research production methods and 

company practices before purchasing.
• >50% will pay more for ethical goods

• Strong mathematical abilities and loyalty when properly 
managed.

• Technology integration capabilities that could be leveraged 
effectively.



New Study on Gen Z Values (Sept 2025)

source

“The Values Bridge” Assessment
7,500+ Gen Z responses vs. 2,100 US Hiring Managers

https://www.becomingyoulabs.com/whitepapers/hiring-managers-vs-gen-z-priorities.pdf


Hiring Managers
1. Achievement
2. Learning & Action
3. Workcentrism

New Study on Gen Z Values (Sept 2025)

source

https://www.becomingyoulabs.com/whitepapers/hiring-managers-vs-gen-z-priorities.pdf


Hiring Managers
1. Achievement
2. Learning & Action
3. Workcentrism

New Study on Gen Z Values (Sept 2025)

source

Gen Z 
1. Self-Care & Well-Being
2. Expressing Authentic Self
3. Helping Others 

https://www.becomingyoulabs.com/whitepapers/hiring-managers-vs-gen-z-priorities.pdf


Hiring Managers
1. Achievement
2. Learning & Action
3. Workcentrism

New Study on Gen Z Values (Sept 2025)

• Barely cracked Top 10 for Gen Z
• 2% of Gen Z had all 3 in their Top 5
• 25% of Gen Z had 1 in their Top 5

source

Gen Z 
1. Self-Care & Well-Being
2. Expressing Authentic Self
3. Helping Others 

https://www.becomingyoulabs.com/whitepapers/hiring-managers-vs-gen-z-priorities.pdf


Hiring Managers
1. Achievement
2. Learning & Action
3. Workcentrism

New Study on Gen Z Values (Sept 2025)

Gen Z 
1. Self-Care & Well-Being
2. Expressing Authentic Self
3. Helping Others 

• Barely cracked Top 10 for Gen Z
• 2% of Gen Z had all 3 in their Top 5
• 25% of Gen Z had 1 in their Top 5

source

Gen Z has unusually high 
“Negative Variance” with these 
Top 3

https://www.becomingyoulabs.com/whitepapers/hiring-managers-vs-gen-z-priorities.pdf


• Workforce will shrink for next 15-20yrs at minimum.

• Demand for AEC services will remain high for 15-20yrs.

• Right now we have 50% more volume in-flow (Gen Z new 
entrants) than we will have a decade from now (Gen alpha)

• We’ll be competing with other industries as much as one another.

Workforce Demographics



• Increased retirement among Boomers leading to increased 
observability in skill shortages.

• Losing experience (productive people) faster than we are 
replacing it.

• Insufficient parallel transition time between experienced and new 
employees for skill transfer.

• Plus, competing for a smaller & shrinking pool

What Does This Mean for Businesses?



• Change your hiring and mentorship model.
• Zoomers & young Millennials are not the younger version of you!
• Provide career pathing and transparent promotion timelines

• Leadership needs flexibility, explicit instructions, and clear communication à 
more coaching, less directive

• Empathy is highly valued, regular check-ins, substantive feedback
• Promote the importance of mental health support and ethical leadership.

• Gen Z brings energy, values, & tech fluency
• Gen Z willing to learn, need supportive & transparent workplaces.
• Gen Z is quick to learn from failures when supported à make mistakes, learn, & have chance to grow.

• Create a culture that encourages questions & iterative problem-solving à do 
not punish every error.

• Work with them on developing their soft skills.

Major Takeaways



Gen Z Closing

• Wrong Question: What's wrong with Gen Z?
• Right Question: Are our management, training and work systems designed for the cognitive & social environment 

in which this generation actually developed?

• Key Acceptance Criteria: 
• Prior generations, for past century, built systems with the true assumption that the entering workforce had a 

cognitive tailwind. That tailwind seems to have stopped.
• Don't confuse digital fluency with cognitive depth. 
• Gen Z does have greater access to information than any generation in history—and less ability to sustain 

attention on it.

• Reactions:
• The management response should not be lower expectations. It should be better mentorship & training. 
• If executive function is weaker, telling someone what to do isn't enough. We have to teach them how to break 

down the problem, prioritize it, execute it and self-correct.

• Final Thought: The companies that win won't complain about the incoming workforce. They’ll take advantage of 
the opportunity and build systems that develop the capabilities the environment failed to develop.



Recommendations (If I were…)My Thinking:
• The next several years is a singular opportunity that comes only once every few generations

• Acting Now will be Easier than Waiting till the challenges become more acute and everyone is forced to change – if 
you act now, no one will be able to catch up 

Recommendations:
1. Demographical Accommodation (People-Centric Approach to Transformation)

• Data Pattern & Knowledge capture of Experts or Exit Risks (data/knowledge & for AI training)
• Hiring and Gen Y & Z management/mentorship formal model
• Agility to Reorg workgroups and departments

2. Move to the Edge
• Specific hires + staff redeployment
• Shadow departments and agentic matching 
• Strategic experimentation + Partnership with Technology providers
• Software development for all & Multi-level training
• Internal competition – Internal growth
• Measure trust à audit and build

3. Collaborate (Authentic Collaborative Relationships)
• Seek CUSTOMERS (the key people inside the organization) and PARTNERS (leaders and key people from vendors, not just the 

“company”) that desire, and are able, to be collaborative 
• Build trust amongst yourselves then take that unity to customers – then invite vendors

• Offer to EVERY person, the opportunity to participate in something special, save money, save time, get more done with less, and 
be prepared to be more successful than everyone else in the future 



Trends & Forces 
Shaping the Industry

Technological Revolution



• Key: What you hear in the news everyday is about 8-12 months old + accelerating acceleration 

• General models have improved by about 30-40% in just the past three months 

• Rise of AI enabled applications

• 6000-8000 new AI start-up per year, last two years

• Introduction of “near-capable” AI Agents

• Massive gains in quantum computing (MS-Majorana-1, Google Willow)

• Significant innovation in Robotics (AI/ML enhancing robot autonomy, humanoid robots, cobots)

Where AI Has Been the past 12 months
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July 24, 2026 – Claude Opus 5 Release



• Orgs are realizing their “data” is not good for an AI world (or..not as 
good as they thought it would be)

• Moving towards a New License Model – “Hire” Agents as “employees” 
and pay a “salary”

• I say this hesitantly….Using Microsoft Co-Pilot hurts later AI adoption

• Leaders don’t trust their employees' reactions to AI, employees don’t 
trust their leaders' words about AI – Trust(-worthiness) increasing in 
value and decreasing in culture

Other Things Learned Working with Orgs for the Past ~1 Year





• AI should be watched closely.
• Generative AI can have significant impacts now.
• Prepare for app-specific & on-prem AI now!

• Prepare data environments to facilitate model training
• Capture and continuously track information on how work is done, how it 

internally evolves, and how it is adjusted to final outcome/deliverable
• Orgs who capture this info now will be positioned to take full advantage of the 

right AI tool(s) once available
• This will impact contracts, contract management, procurement, design, planning, 

purchasing, construction, project management, resource management, 
billings/submittals, estimating, scheduling, etc. etc. etc. 

This is a much longer conversation…

Positioning in the Technological Revolution



Trends & Forces 
Shaping the Industry

Trust & Collaboration 



What is Trust?

How do you decided who/what you can trust?





What is the Future of Trust?

• Truth will be increasingly difficult to discern
• Personal Relationships – did you remember my birthday? Buy/Write that card?
• Actual Skills and capability – did you do that?
• Information and Sources – real, made-up, modified

• AI use by organizations will continuously evolve and change – a decade of 
uncertainty

• Trust with Customers (internal (users/clients) / external (stakeholders, tax payers)
• Trust with Employees / Trust of Vendors or Suppliers
• Trust with AI systems
• Trust with Data
• Trust with….



What is the Future of Trust?

• Cost for average cognitive labor will approach zero (or even be negative)

• Price will be less and less of a differentiator between options 

• The ability to reliably deliver at, and create value beyond, customer requirements 
will have the most value 

• In this environment, Trust or Trustworthiness will be a currency as the other cost 
differences between suppliers and service provides will approach zero 

• Trust will be tied more to individuals within a company than the company itself

• Eventually, Trust will be more valuable than Money 

• Work now to prepare for the future – never easier than now - as trust decreases 
generally, moving to be more trustworthy will seem disingenuous



Enhance Project Outcomes
Collaborative Partnership = TRUST



Benefits of “Continuous” Collaborative Partnerships  
Impacts from Continuity of Collaborative Approach = INCREASED TRUST

• With Best Clients + Best Engineers + Best Contractors + Best Processes….
• Continuing across a program or multi-site will have impacts on:

• Improved Safety
• Reduced Knowledge Transfer Required for Lessons Learned 
• Workforce Risk Minimization

• Shortages
• Retention/Turnover
• Learning Curve

• Savings in Overhead & Mobilization/Demobilization
• Potential Avoidance in Cost Escalation
• Sustained (Increased) Quality



Sustained Collaboration – Case Study
• Three Project – all ASUs  (each approx. $100M total value – from 2022-2025)
• Productivity: 1st to 3rd Project – Hard Construction Cost / WH

• Project 1 - $59M / 324,117 WH
• Project 2 - $69M / 340,115 WH
• Project 3 - $64M / 220,300 WH

• Punchlist # at Pre-Commission – From 258 to 38 � 85% Decrease
• Crew Satisfaction � 100% Preferred this approach
• Communication effectiveness : 93% Increase in relationship satisfaction (client-contractor)
• No reportable safety incidents
• Team members coming out of retirement (for 1st project) or delay retirement

$182 Installed / WH � $203 Installed / WH � $290 Installed / WH
          
         11% Gain           43% Gain 
                
        1st to 3rd Project Total Gain of 59%



Summary





Traditional Sailing into Headwinds be like…
“Silo Management” - each is treated as a separate initiative 

• Economic/Geopolitical Uncertain à Not assigned…Mid-managers try to 
react Quicker 

• Talent Scarcity à Assigned to HR…Tweak same ole’ processes and try 
harder, manage to randomness

• Knowledge Loss/Gen Transition à Assigned to Operations…informal, 
overworked, react as exits occur 

• AI à Assigned to IT…random experimentation, tools out pace governance

• GenFriction/Performance Challenges:  Assigned to Frontline Managers and 
Procurement…no one has experience in doing it



Can’t Control the Wind
…but can work the Sails together (Convergence) 
Must move successes from Anecdotes to New Normal• Economic/Political – limited/options, not much you can do (guess right, 
react quicker, bigger safety nets)

• AI – respond to tech as released, will be ubiquitous, but adoption is a 
skill, resistance mgmt is a skill (should be shifting some focus/preparation to AGI 
transition)

• People – we have control of this…these really are our “sails”
• People mentor, people learn new technology, people select other people, people 

can trust or not trust, people help other people or don’t



brianlines@ku.edu 

Want the slides? 
Or just to discuss further?

mailto:brianlines@ku.edu

	Future of the �AEC Workforce
	Future of the �AEC Workforce
	Agenda
	Background �& Perspective
	Simplar
	Simplar
	Slide Number 7
	Slide Number 8
	Slide Number 9
	Slide Number 10
	Slide Number 11
	Slide Number 12
	About the Center for Procurement Excellence (CPE)
	Slide Number 14
	*FREE* Online Course!  10 PDH  
	Slide Number 16
	Trends & Forces �Shaping the Industry
	Thinking Questions
	Trends & Forces �Shaping the Industry
	Quick Market Review
	Things have Gotten a Lot More Expensive
	Price Changes – High Volatility 
	Slide Number 23
	Slide Number 24
	Recent CURT Study 
	Lead Times Remain Elevated
	Massive Growth in Construction Spend
	Slide Number 28
	Slide Number 29
	Slide Number 30
	Current Client Experiences:
	Trends & Forces �Shaping the Industry
	Slide Number 33
	Slide Number 34
	Slide Number 35
	Slide Number 36
	Slide Number 37
	Slide Number 38
	Slide Number 39
	Slide Number 40
	Slide Number 41
	Workforce
	Workforce
	Workforce
	Workforce
	Workforce
	Workforce
	Workforce
	Total Births
	Total Births
	Slide Number 51
	Boomer Legacy in the Workplace
	Challenges with Boomer Exodus
	Slide Number 54
	Who are the Zoomers?
	New Study on Gen Z Values (Sept 2025)
	New Study on Gen Z Values (Sept 2025)
	New Study on Gen Z Values (Sept 2025)
	New Study on Gen Z Values (Sept 2025)
	New Study on Gen Z Values (Sept 2025)
	Workforce Demographics
	What Does This Mean for Businesses?
	Major Takeaways
	Gen Z Closing
	Recommendations (If I were…)
	Trends & Forces �Shaping the Industry
	Where AI Has Been the past 12 months
	Where AI Has Been the past 12 months
	Where AI Has Been the past 12 months
	Where AI Has Been the past 12 months
	July 24, 2026 – Claude Opus 5 Release
	Other Things Learned Working with Orgs for the Past ~1 Year
	Other Things Learned Working with Orgs for the Past ~1 Year
	Slide Number 75
	Positioning in the Technological Revolution
	Trends & Forces �Shaping the Industry
	What is Trust?��How do you decided who/what you can trust?
	Slide Number 79
	What is the Future of Trust?
	What is the Future of Trust?
	Enhance Project Outcomes�Collaborative Partnership = TRUST
	Benefits of “Continuous” Collaborative Partnerships  �Impacts from Continuity of Collaborative Approach = INCREASED TRUST
	Sustained Collaboration – Case Study
	Summary
	Slide Number 86
	Traditional Sailing into Headwinds be like…�“Silo Management” - each is treated as a separate initiative 
	Can’t Control the Wind�…but can work the Sails together (Convergence) �Must move successes from Anecdotes to New Normal�
	Want the slides? �Or just to discuss further?



