


What's your trade? 

ⓘ Start presenting to display the poll results on this slide.



How long have you been in business?

ⓘ Start presenting to display the poll results on this slide.



Do you have employees?

ⓘ Start presenting to display the poll results on this slide.



What topics interest you the most?

ⓘ Start presenting to display the poll results on this slide.





• GDP – Gross Domestic Product
• Labor Market

• Unemployment 
• Job Creation







National 
Unemployment 

Rate (December 2025)
4.4%



3.6%
(December 2025)









Utah sees record level population increase.

Utah has moved from a 
small State to a 
medium-sized State. 

We are experiencing 
our largest growth, not 
just from babies being 
born, but from people 
moving in.

Absolute and Percentage Changes in County Population



• Leads to economic growth 
(more people = more production of goods.)

• Higher tax revenues.
• Good for construction because: 

• These folks have needs for infrastructure and space. 
• Increased/holding rates don’t fix Utah’s housing 

shortage.  







The Utah First Homes Initiative is a program launched by Governor Spencer J. Cox 
to address the housing crisis in Utah. The program’s goal is to build 35,000 new 
starter homes by 2028.



This series represents the total number of building permits for all structure types. 
Structure types include 1-unit, 2-unit, 3-unit, 4-unit, and 5-unit or more.







• If things feel unpredictable, your 
numbers are what keep you 
grounded.

• Developing compensation plans that 
will stand the test of time is a good 
idea. 





• Labor shortages
• Less skilled tradesmen that 

cost more money.
• Less employees + tons of 

work =  Overtime
• Inflation



• How much does it actually 
cost?

• What are the impacts for your 
business? 

• How long does it take to get a 
“runner” up to speed to be 
effective? 



• Bart is paid $30.00 an hour 
for frame work.  He works, 
on average, 160 hours per 
month (40 hours per week) 

Bart also receives a monthly 
cell phone reimbursement of 
$75.  

What is the actual monthly 
cost to have Bart as an 
employee?



Things commonly found on labor burden:
• Worker's Compensation
• FICA / Medicare
• FUTA/SUTA
• Cost to process payroll

Things you may not have considered:
• Employer Paid Health Insurance Premiums
• Overhead (Rent, Utilities, Consumables, etc.)

Pg. 55-56



Hidden Values:

Gives you a better vision 
for economic climate.

• Material Costs Rising
• Wage Increases
• Real Time Information to 

Make Changes Where 
Necessary 

Pg. 87



Gives a better vision 
of your staff.

• Who are my best 
workers?

• Who's falling 
behind?





Put the information somewhere to maintain a 
running total:

• QuickBooks
• Excel Spreadsheet
• Google Docs



• Not doing it at all
• Not sticking with it after 

you start
• Overdoing it / 

complicating the system





• Raises are permanent 
increases in 
compensation and are 
difficult to walk back 
from. 

• Bonus programs can be a 
great way to compensate 
employees for making a 
positive impact to the 
company. 



It Depends:
• Most Likely: Foreman, Supervisors, 
Superintendents . 

• Maybe: The rest of the team 
members/employees .



• Overall profitability of the company.
• Profit on a specific job.
• Meeting daily quotas, consistently. 
• Profit margin improvements. 

Should bonuses be paid based on labor alone 
or labor & materials? 



Bonuses provided to foreman for completing jobs within (or 
under) budget.

• Handyman’s Place wants to pay their foreman bonuses when 
they complete a job on time and within budget. 

• Once a job is signed off on and complete, Fred the foreman 
receives 3% of the net profit on that job, in addition to his regular 
base pay. 



Fred makes a base pay of 5K per month. 
• He oversaw and completed three jobs 60 days ago. 

• Fred received over a 10% increase in his base pay with this bonus 
structure.  



• Fred isn’t the only one that wins with this bonus 
structure. The company wins, too. 

• Higher quality work
• More trained staff
• You didn’t do it all alone. 



• Discretionary
• Non-Discretionary

Pg. 109



• The employer has the sole discretion to 
determine:

• Whether to pay the bonus; 
• The amount of the bonus; and 

• The bonus payment is not made according to any 
prior contract, agreement, or promise, causing 
an employee to expect such payments regularly. 



• Bonuses for overcoming a 
challenging or stressful 
situation. 

• Employee-of-the-month 
bonuses 

• Referral bonuses to 
employees 

• Spot bonuses



• A non-discretionary bonus is a bonus 
that fails to meet the statutory 
requirements of a discretionary 
bonus.  

• For non-exempt workers, they can 
change a worker’s overtime pay.  



• Bonuses based on a 
predetermined formula, 
such as individual or 
group production 
bonuses; 

• Bonuses for quality and 
accuracy of work; 

• Attendance bonuses;
• Safety bonuses 



Commonly referred to as 
‘salary’ the correct term 
is exempt.

• As in the employee is 
‘exempt from receiving 
overtime’.

This can be a solution in 
very specific 
circumstances:

Pg. 100



• The exemptions provided by FLSA Section 13(a)(1) apply only to 
“white-collar” employees who meet the salary and duties tests.

• The exemptions do not apply to manual laborers or other 
“blue-collar” workers who perform work involving repetitive 
operations with their hands, physical skill and energy. 

• FLSA-covered, non-management employees in construction 
and similar occupations such as carpenters, electricians, 
mechanics, plumbers, iron workers, craftsmen, operating 
engineers, and laborers are entitled to minimum wage and 
overtime premium pay no matter how highly paid they might 
be.



• To qualify for the executive employee exemption, all of the 
following tests must be met:

• The employee must be compensated on a salary basis (as defined in 
the regulations) at a rate not less than $684* per week;

• The employee’s primary duty must be managing the enterprise, or 
managing a customarily recognized department or subdivision of the 
enterprise;

• The employee must customarily and regularly direct the work of at 
least two or more other full-time employees or their equivalent; and

• The employee must have the authority to hire or fire other employees, 
or the employee’s suggestions and recommendations as to the hiring, 
firing, advancement, promotion or any other change of status of other 
employees must be given particular weight.



• Meyer Masons sets a weekly production goal for 
each of their employees.  This helps them stay on 
track with projects to ensure production and 
efficiency.  

• Meyer Masons knows their employees can lay 800 block 
each week when they are focused, there for their full 
shift, and working efficiently. 

• Each week an employee of Meyer Mason’s lays 800 
block, they earn a $150 production bonus.



• John makes $20 an hour.  He worked 45 hours 
last week and earned the $150 production 
bonus. 

• How much should John make? 



• What is it?
• When do you have 
to pay it?

• How do you 
calculate it? 



• Employee Pay: $20 an hour
• Total straight gross (45 hours X $20)+ 150 = $1,050 total gross
• Weight OT: $1,050/45 hour= $23.33  (blended straight time rate)  

OT= Time and a half.
• He is already paid for the time, we just need to figure out the ½ time 

• 23.33 X .5 = $11.67
• Combined OT Rate: 11.67 + 20 = $31.67
• 5 hours X $31.67= $158.35
• Regular non-bonus OT wages= 5 X $30 = $150.00
• Total Gross: 40 hours X $20 + $158.35 + $150.00 = $1,108.35

• Difference: $8.35



With/Without Blended OT

Without Blended Overtime 
45 hours @ $20 per hour

$1,100 (gross wages) 

With Blended 
Overtime:

$1,108.35 (gross wages) 



• Give yourself enough time to calculate and review bonus 
amounts. 

• If you didn’t make money, or if margins weren’t where 
they needed to be; don’t pay a bonus. 





• Ensure a fully executed I9 is complete for every person 
working for you.

• The I9 form is used to verify an employee’s eligibility to work in 
the U.S. 

• Retain the files you are supposed to retain.
• Three years from the date of hire OR 

• One year after the employee's termination, whichever is 
later.



• If an employee worked for six months and then left, their 
I-9 must be retained for three years from the hire date 
because that is later than one year after termination.

• If an employee worked for five years and then left, their I-9 
must be retained for one year after termination because 
that is later than three years from the hire date.





• Employee must complete on or 
before the first day of employment

• Employment in exchange for wages 
or remuneration begins

• Enter Other Last Names Used if 
applicable

• SS Number optional –E-Verify 
required

• Employee complete all fields
• Check boxes 1, 2, 3, OR 4
• Employer liable for Employee’s 

mistakes
• Employer must review section 1and 

confirm information is accurate and 
completed

• Any issues or errors must be 
corrected by the Employee





• Employer or Authorized 
Representative completes Section 2 
with Employee present, no later 
than the end of the third business 
day from the employment start date.

• Examine and review the documents 
that satisfy List A OR List B and C.

• DO NOT ask for specific 
document(s). This is solely the 
Employee’s choice.

• Enter date on “First day of 
Employment” section

• Signed under penalty of perjury that 
signor examined documents.

• Must be completed within 3 days.





• Penalties range from: 
• $281 to $2,789 for a paperwork violation (per relevant individual)
• $676 - $5,404 for unlawful employment of aliens (First offense)
• $5,404 - $13,508 for unlawful employment of aliens (Second offense)
• $8,106 - $27,018 for unlawful employment of aliens (Third offense)
• $575 - $11,524 for document fraud

• Personal fines (officer of the company)



Private Employers:
Threshold of 150+ Employees under Utah’s Private Employer 
Verification Act.

Public Contracts
If an employer has a contract with a Utah state or local 
government agency, they must use E-Verify, regardless of 
company size.



• Assign a specific staff member as the primary contact.
• Train employees to immediately notify the immigration 

point person.
• Ensure proper signage is displayed on all private and non-

public workspaces



1. Ask agents if they have a warrant.
1. If no warrant is presented, deny access to employees, 

documents, and non-public areas.
2. If a warrant is presented, review it carefully. 





• Ensure you have a fully executed I-9 for everyone who 
works for you.

• If an existing business, perform an internal I-9 audit.
• Invest in electronic onboarding systems. 





What is it?
• The Americans with Disabilities 

Act (ADA) is a federal law 
enacted in 1990.

• It prohibits discrimination 
against individuals with 
disabilities in employment, 
public services, and more.

• Applies to companies with 15 or 
more employees.



• Disability: A physical or mental impairment that 
substantially limits one or more major life activities.

• Reasonable Accommodation: Modifications or 
adjustments to work environments or duties that enable a 
disabled person to perform essential job functions.



• The Americans with Disabilities 
Act (ADA) does not provide an 
exhaustive list of specific 
disabilities that are covered. 

• Instead, the ADA defines 
disability more broadly to allow 
for a wide range of physical or 
mental impairments.



Employer 
Responsibilities
• Cannot discriminate in 

recruitment, hiring, promotions, 
training, or other employment 
activities.

• Must provide reasonable 
accommodations unless it 
causes "undue hardship" on 
business operations.

Employee Rights

• Employees have the right to 
request accommodations.

• Employees cannot be retaliated 
against for requesting an 
accommodation or filing an ADA 
complaint.



• Temporary, minor injuries usually 
aren’t covered.

• If an employee can't perform 
essential job functions even with 
accommodations, ADA 
protections may not apply.



Todd is an experienced forklift operator who has been 
working with ABC Construction for three years. He recently 
developed a medical condition that affects his mobility and 
now requires the use of crutches. His doctor recommends 
that he should avoid standing for extended periods but 
assures that he can continue to operate a forklift safely.



ABC Construction's site 
manager, Karen, is aware of 
Todd's condition but takes no 
steps to accommodate him. The 
company has multiple forklifts, 
some of which are more 
ergonomically designed and 
easier to get in and out of. 
Despite this, Karen assigns Todd 
to work on an older model that 
is difficult for him to climb into 
with his crutches.



• In Todd's case, a reasonable accommodation could have 
been as simple as assigning him to one of the more 
ergonomic forklifts, which would not have disrupted 
operations or resulted in undue hardship for ABC 
Construction.



• Todd struggles daily, experiencing increased physical 
strain and pain due to the lack of accommodation. This 
affects his work performance and overall well-being.

• Additionally, ABC Construction exposes itself to legal risks 
for failing to adhere to ADA guidelines, which could result 
in complaints, fines, or even a lawsuit.



Baker Concrete Construction

An employee with a respiratory disability was assigned to a 
project that involved exposure to dust and other irritants, 
which could worsen his condition. He had been working for 
the company for several years and had a good performance 
record.



• The employee requested to be reassigned to another position or 
project that would not aggravate his condition. Despite having other 
projects that would have been suitable for the employee, the 
company did not take steps to accommodate his request and instead 
terminated him, citing a reduction in workforce.

• They settled outside of court and paid the employee over $50K.



• The Family and Medical Leave Act (FMLA) is a labor law 
requiring employers of a certain size (50+ FTEs) to provide 
employees with protected unpaid time off for serious 
family health issues or situations.

• Total of 12 weeks per year 
• Employee must have worked with the company for at least 

12 months & 1,250 hours. 

Pg. 96



Employees may take 
unpaid leave for, 
among other reasons, 
their own serious 
health conditions that 
make them unable to 
perform the essential 
functions of their 
position, or to care for 
immediate family 
members (i.e., spouse, 
child, or parent) with 
serious health 
conditions. 

Pg. 96



Offer Benefits



• Holiday/PTO
• Flexible 

Scheduling
• Retirement 

Accounts
• Health Insurance
• Ancillary Benefits



• Anniversary 
vs Calendar 
Year

• Accrual vs 
lump sum

• Rollover or no 
rollover 

Pg. 107



• IRA 
(Individual 
Retirement 
Account)

• 401(K)s 
(Workplace 
Retirement 
Plans) 

• HSA 
(Health Savings 
Account) 



• Allows individuals to direct pre-tax income toward 
investments that can grow tax-deferred.

• Traditional or ROTH options are available.

Pg. 107



An employer sponsored 
retirement savings plan, 
offering several tax benefits 
for both you and your 
employees.

Pg. 107



Can be an administrative 
nightmare:

• Required notices to 
employees

• Higher fees for small-to-
medium sized companies

• Annual audits once you 
meet a certain threshold 

• Requirements to upload 
contributions within a 
certain period following 
payroll



Multiple 
Employer Plans 

Sponsored/administered 
by Associations & PEOS 



• Handyman’s Place starts a 401(K) plan.  
• They have 10 employees
• They match up to 4% of an employee’s contribution.
• Average earnings is still 57K per year. 
• They start a 401(K) plan after 2025 and everyone is auto-

enrolled.

• What is the company’s investment per month if they match?
$1,900 per month





• Employers with 50 or more full-time equivalents 
are required to offer benefits to employees.

• Most plans have requirements to pay at least 50% of 
employee only coverage.

Pg. 106



Pay or Play Penalty (Affordable Care Act) 
• 2025: $2,900 per year 
• How is the penalty determined? 

• Number of FTE’s- 30 X $2,900

• Employer with 60 employees does not oЇ er health 
insurance to full-time employees and their dependents, 
and one full-time employee buys tax-subsidized health 
insurance

• 60 ẅ 30 X $2,900 = $87,100



• A savings account that lets you set aside money on a pre-
tax basis to pay for qualified medical expenses. 

• You don’t have to wait for retirement to use it.
• Allows you to put money away (pretax) and withdraw it tax 

free, as long as it is for qualified medical expenses. 



You must have a high-deductible health insurance plan to 
participate in an HSA.

High deductible plans, as the name suggests, has a higher 
deductibles than a traditional insurance plan. 



• Voluntary Benefits
• Employee Paid, Inexpensive

• Life Insurance
• Accident Insurance
• Critical Illness
• Short/Long-Term Disability  



•Accident: $35 per month 
•Critical Illness: $30 per month 
•Voluntary Life 200K: $42 per month 
(Range from 14.20-148.23) 



• Permits: https://fred.stlouisfed.org/series/UTBPPRIV
• GDP: https://www.bea.gov/data/gdp/gross-domestic-

product
• Economic Report: https://gardner.utah.edu/2024-utah-

economic-report-to-the-governor/
• Unemployment: https://www.bls.gov/charts/employment-

situation/civilian-unemployment-rate.htm
• https://treasurer.utah.gov/utahhomes/?utm_source=chatg

pt.com 
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Contact
Mika Paulson
C: (801)707-0262
O: (801)487-3000
E: mikalyn@integratedcompanies.com


	Good Help
	Slide Number 2
	Slide Number 3
	Slide Number 4
	Slide Number 5
	Economic Outlook
	Indicators in the �health of economy
	Gross domestic product (GDP)
	Gross domestic product (GDP)
	Unemployment rates
	Utah’s unemployment rate
	Utah comparison to USA �unemployment rates
	Utah’s diverse economy
	Uinta Basin
	Utah sees record level population increase.
	Why do we care about population increases?
	Slide Number 19
	Slide Number 20
	Utah first homes
	New private housing permits (UTAH)
	Immigration, Tariffs, Govt Shutdowns, �Major Legislative Changes
	No one knows what is going to happen.
	Here is what we do know
	What problems are you experiencing with labor right now?
	Labor Expenses
	Losing A Key Employee
	Defining Labor Cost
	Labor Burden
	Job Costing
	More Values Of Job Costing
	Slide Number 33
	I have job costing reports, now what? 
	Common Mistakes
	We have job costing reports, but labor is still super expensive. 
	Bonus/Incentive Programs
	Who should Get The Bonus?
	What Should bonuses be based on?
	Job Specific Bonuses 
	Job Specific Bonuses (Cont.)
	Everyone wins
	Bonus Types
	Discretionary Bonuses
	Discretionary Bonus Examples
	Non-Discretionary Bonuses
	Examples of Non-Discretionary Bonuses
	Salaries
	Blue Collar Workers
	Executive Exemptions
	Production Bonus Example
	Meyer Mason Example Cont. 
	Blended Overtime
	The math 
	With/Without Blended OT
	A few more points to bonus programs
	Department of Homeland Security Enforcement
	Your Responsibility 
	Retention Example
	Use the updated �version
	Section 1
	Slide Number 70
	Section 2
	Slide Number 72
	I-9 Related Penalties
	Slide Number 74
	DHS/ICE RAID CHECKLIST	
	Handling an arrival of an agent
	Slide Number 79
	What You Can Do Now
	Government Mandated Leave & Benefits
	Americans with disabilities act
	Key terms
	A LIST OF DISABILITIES UNDER ADA
	Slide Number 102
	When ADA Does NOT Apply
	Scenario: �todd the forklift operator
	The Issue
	The ADA Violation
	Consequence
	Case law examples
	Failure to accommodate
	Family Medical leave act (FMLA)
	FMLA
	Slide Number 112
	Types of employee benefits
	PTO policy considerations
	Investment related benefits
	Individual retirement account (IRA) 
	401(K) Plans
	401(K) Plans
	How to prevent the administrative nightmare
	Your Investment
	Do employers have to offer health benefits? 
	Large Employers
	Penalty example
	Health Savings account (HSA) 
	HSA (continued) 
	A practical way to get started
	Your investment: $0.00
	Resources
	Contact

