
Fellow AGC Members,  
Serving in my capacity as  Vice Chairman of AGC Virginia, I attended the recent National Convention in 
New Orleans as a first time attendee of this grand event. AGC is celebrating its 100th anniversary and 
this was the 99th Convention. Next year the 100th Convention will be held in Denver, Colorado on April 
2-4th. If you have had the opportunity to attend a National event in the past you can appreciate all the
benefits of attending and if you have not yet done so I would encourage you to plan on attending a
future event. Below are a few takeaways that I thought you might find meaningful along with a few
supporting attachments;

1) New Tax Write-offs for HVAC (Refer to attachment)
2) The Apprenticeship Model (Refer to attachments) – How to prepare the next generation to fill

the roles of those in leadership positions today
3) Build Your Future / NCCER had a booth showcasing their program. Attached you will find a

sampling of the trade cards which is a part of this program. AGC Va. and ABC Va. have recently
formed a separate Building Virginia Partnership Foundation using this template. The website is
being developed and wage surveys around the state are taking place soon so that the info on
the website and the player cards will be Virginia specific.

4) Legislative front – too many areas to report on but the AGC is well respected for its expertise
affecting legislation to expedite environmental permitting and other areas that have caused the
slow process with regard to all types of horizontal and vertical construction.

5) The Convention Exhibit Hall was massive and full of companies with new and innovative ideas
across all trades of our industry. Attendees quickly noted that the  software technology seemed
to have the line share of the floor space.

6) In the Building Division program “Disruptions or Opportunities? Trends in the Construction and
Design Industries” the key note speaker was Architect Duke Reiter.

a. Duke commented that one of the biggest challenge’s is with all the available software
how do we decide which one to use. He further commented that Construction is behind
other industries when it comes to technology. With that said he believes that BIM and
3D will help set the stage for big strides with modular high rise construction.

b. In addition, Duke believes that further progress in the “prefab” area needs to come
from the A/E team designing for pre-fab on the front end.

7) Jobsite Productivity Track – “Implementing Key Performance Indicators (KPIs): A Strategic
Approach” was a panel discussion lead by key folks from Gilbane, Dodge Data and Analytics,
Hensel Phelps and Southland Industries. (Trying to get a copy of the power point presentation
for this one.)

a. What do you measure and why does it matter?
b. Leading Indicators vs. Lagging Indicators
c. Benefits of “punch list” as you go rather than all at the end of the project.

In summary, it appears the Construction Industry is fairly strong across most parts of the nation with the 
single biggest challenge being the increasing lack of skilled workers. There were many more sessions 
available throughout the conference and other attendees from the Virginia contingency have been 
copied so feel free to contact me or anyone of them for further insight. 
Thanks, 
Bruce 
Bruce Tibbetts 
President 
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THE APPRENTICESHIP MODEL 
 

 
LEADERSHIP CAPACITY 
Consider your team… 

 

 

Question 1: Who do you trust to represent you with key clients?  
 
 
 
 

Question 2: Who do you trust to make the right decision in a crisis?  
 
 
 
 

Question 3: If you were out of action for 6 months what would happen? 
 
 

 

 

 

NAVIGATING THE DANGER ZONE 

Apprentices need… 

• TIME: with their leader so they know you haven’t given up on them (coffees, lunches, etc.) 

• VISION: remind them why they were invited on this apprenticeship journey; don’t lose sight of goal! 

• ENCOURAGEMENT: you are not expecting them to be perfect or do it on their own; trust the process! 

 

THE PIT OF DESPAIR 

Ask yourself… 

Is someone on your team in the Pit of Despair? 

Who have you offered to Mentor / Apprentice in the past who are now disengaged and lacking motivation?  
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To Earn CEUs for this Session

Participants must:

1. Check in with attendance proctor at the door.

2. Attend at least 95% of the session.

3. Complete the post-program evaluation.

4. Complete a brief assessment with a score of 75% or greater. 

The Associated General Contractors of America (AGC) has been accredited as an Accredited Provider by The 
International Association for Continuing Education and Training (IACET). In obtaining this accreditation, AGC has 
demonstrated that it complies with the ANSI/IACET Standard which is recognized internationally as a standard 
of good practice. As a result of their Accredited Provider status, AGC is authorized to offer IACET CEUs for its 
programs that qualify under the ANSI/IACET Standard.



LEARNING OBJECTIVES

By the end of this session, participants will be able to:

1. Define the Apprenticeship Model of people development which involves 

four distinct phases.

2. Recognize the potential pitfalls of skipping phases and what to do 

if/when it happens.

3. Identify the behaviors and mindset that will undermine the success of a 

leadership development program.

4. Build confidence in using the Apprenticeship Model to influence and 

modify current employee development approaches.



Do you have a growth goal for 2018?

What about 10 years from now?





How do we intentionally

increase the leadership capacity 

of our organization?



The answer is right in front of us…

The secret to building leadership capacity is 

Apprenticeship



AREYOU: 

FOR ME?

AGAINST ME?

FOR YOURSELF?

BOSS
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Assets vs. Liabilities



1. Who do you trust to represent you with key clients?

2. Who do you trust to make the right decision in a crisis?

3. If you were out of action for 6 months what would happen?

Three Questions about Leadership Capacity



Turn to your neighbor. 
Discuss your answers to the 3 questions.

PAIRS EXERCISE

3 Minutes



Apprenticeship

Square
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TIME VISION ENCOURAGEMENT

1 2 3

NAVIGATE THE DANGER ZONE





How does it work?



Apprenticeship

Square Diagnostic



Assess Your Apprenticeship Skills

Instructions

• Give yourself a color rating for each statement.

• Give yourself an overall rating for each Stage.

• Record your assessments on your handout.



APPRENTICESHIP SKILLS

GREEN

‣ It’s a natural apprenticeship skill for me - I’m 

unconsciously competent

YELLOW

‣ It’s not a natural apprenticeship skill for me - but, I’m 

consciously competent.

RED

‣ It’s not a natural apprenticeship skill for me – I’m 

consciously incompetent



STAGE 1 - “I Do, You Watch”
DIRECT

I find it straight forward to:

1. Clearly articulate a compelling vision of the future.

2. Clearly define the skill sets and leadership behaviors to be multiplied.

3. Confidently and clearly issue an Intentional Apprenticeship invitation.

4. Be directive and tell someone what to do.

5. Demonstrate high competency in the skill set or expertise to be multiplied.

OVERALL RATINGAPPRENTICESHIP SKILLS DIAGNOSTIC

1



OVERALL RATINGAPPRENTICESHIP SKILLS DIAGNOSTIC

2 STAGE 2 - “I Do, You Help”
COACH

I find it straight forward to:

1.Schedule or make time for those who are stuck in Conscious Incompetence 

to be with me. 

2.Willingly let the Apprentice learn through controlled failure.

3.Clearly re-articulate the original Vision and offer multiple imitation 

opportunities. 

4.Own that the primary responsibility for navigating the corner to conscious 

competence is mine.

5.Take time to design work where my Apprentice can truly help me not merely 

watch.



OVERALL RATINGAPPRENTICESHIP SKILLS DIAGNOSTIC

3 STAGE 3 - “You Do, I Help”
COLLABORATE

I find it straight forward to:

1. Take time to design work where my Apprentice can truly lead and help. 

2. Keep driving their competency - always challenging my Apprentice to be the 

best they can be. 

3. Give constructive feedback and help Apprentices set realistic goals for their 

work load. 

4. Offer appropriate support and encouragement when they fall back into 

Conscious Incompetence.

5. Deepen the professional and personal relationship with the people I’m 

Apprenticing.



OVERALL RATINGAPPRENTICESHIP SKILLS DIAGNOSTIC

4 STAGE 4 - “You Do, I Watch”
DELEGATE

I find it straight forward to:

1. Delegate meaningful work to challenge my Apprentice's new found skills.

2. Increase the relational stretch and encourage independent thinking.

3. Ask open questions to force the Apprentice to own their own reality. 

4.Clearly communicate that the apprenticeship process is coming to an end. 

5. Introduce them to my relational network and transfer my capital to help 

launch them.



Rank Your Current Apprenticeship Skills

STAGES OF APPRENTICESHIP Rank

STAGE 1: DIRECT – "I DO, YOU WATCH"

STAGE 2:  COACH – "I DO, YOU HELP"

STAGE 3:  COLLABORATE – "YOU DO, I HELP"

STAGE 4: DELEGATE – "YOU DO, I WATCH" 

Instructions

Rank each Stage

1= most natural

4= most difficult



Action Plan

Step 1: Choose the Stage you need to grow in most. 

Step 2: Choose one statement from that Stage. 

Step 3: Write down one action you are committed to taking.





Typical Apprenticeship Barriers

1. Can anyone else do it as well as I would?

2. How do I find the extra time to do this?

3. Are my skills worth imitating?

4. Will I lose influence if I train others do my job?

5. How do I know who to Apprentice?

6. How can I Apprentice people who are older than me?

7. Do I really want to be that vulnerable?

8. What if I let people down and disappoint them?

9. Am I really prepared for such a long term commitment?

10. Am I prepared to go through Conscious Incompetence in public?



Key Insights

• Apprenticeship has to be intentional.

• Apprenticeship is a skill we can all learn.

• Apprenticeship is costly.

• Your Apprentice will always value the investment you made 
in them.



Using the AGC Mobile App. Click “Session Evaluation” at the top right 
within the session description, then click “Evaluate This Session”.

We welcome your feedback!
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THE APPRENTICESHIP MODEL 
 

APPRENTICESHIP SQUARE DIAGNOSTIC 
Using the color code below, give yourself a color rating for each statement that reflects your current 
Apprenticeship skills. Give yourself an overall rating for each of the 4 Stages of the Apprenticeship process.  

 
GREEN  It is a natural apprenticeship skill for me and most of the time I am unconsciously competent 
YELLOW  It is not a natural apprenticeship skill for me, but I’ve learned to be consciously competent 
RED It is not a natural apprenticeship skill for me and I often feel consciously incompetent 

 
 

Stage 1: DIRECT - “I Do, You Watch”: I find it straightforward to…   

Clearly articulate a compelling vision of the future.  
 

Clearly define the skill sets and leadership behaviors to be multiplied. 
 

Confidently and clearly issue an Intentional Apprenticeship invitation. 
 

Be directive and tell someone what to do. 
 

Demonstrate high competency in the skill set or expertise to be multiplied. 
 

 

Stage 2: COACH - “I Do, You Help”: I find it straightforward to…  

 

Schedule or make time for those who are stuck in Conscious Incompetence to be with me.   
 

Willingly let the Apprentice learn through controlled failure.  
 

Clearly re-articulate the original Vision and offer multiple imitation opportunities.  
 

Own that the primary responsibility for navigating the corner to conscious competence is mine. 
 

Take time to design work where my Apprentice can truly help me, not merely watch.  
 

 

Stage 3: COLLABORATE - “You Do, I Help”: I find it straightforward to…  

 

Take time to design work where my Apprentice can truly lead and help.  
 

Keep driving their competency - always challenging my Apprentice to be the best they can be.  
 

Give constructive feedback and help Apprentices set realistic goals for their work load.  
 

Offer appropriate support and encouragement when they fall back into Conscious Incompetence. 
 

Deepen the professional and personal relationship with the people I’m Apprenticing.  
 

 

Stage 4: DELEGATE - “You Do, I Watch”: I find it straightforward to…  

 

Delegate meaningful work to challenge my Apprentice’ s new found skills. 
 

Increase the relational stretch and encourage independent thinking. 
 

Ask open questions to force the Apprentice to own their own reality.  
 

Clearly communicate that the apprenticeship process is coming to an end.  
 

Introduce them to my relational network and transfer my capital to help launch them. 
 

 




