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STRATEGIC	APPROACH	TO	TALENT	DEVELOPMENT	

A#rac'ng	talent	

Screening	talent	

Onboarding	
talent	

Training	and	
developing	talent	

Retaining	talent	

	
	



CHANGING	ROLE	OF	HR	

•  No	longer	part-'me	role,	staffed	professionally	

•  Automa'on	at	a	higher	level	

•  Benefits	admin	is	table	stakes	

•  Training/development	

•  Recrui'ng	and	hiring	

•  Restructure	rela'onship	with	payroll	

•  Management	support	

	
	



ATTRACTING	TALENT		

•  Why	would	a	“free	agent”	come	work	for	you?	

•  What	is	your	value	proposi'on	to	a	poten'al	candidate		
in	the	marketplace,	short	of	providing	employment?	

•  How	does	your	firm	rank	in	terms	of	local	employers?	

•  Does	your	firm	have	a	vision,	mission	and	core	values	OR	is	that	simply	the	placard	hanging	in	
the	conference	room?	

•  Many	firms	have	li#le	to	offer	a	poten'al	candidate—they	provide	the	paycheck	but	fail	to	
evoke	PASSION!	

•  If	you	have	a	vision,	how	do	you	communicate	to	the	outside	world?	To	the	inside	world?	

•  Younger	employees	want	to	know	that	their	work	has	a	connec'on	to	a	greater	vision	

	
	



RECRUITING		

•  Recrui'ng	via	social	media	

•  Recrui'ng	on-campus/job	fairs	

•  Incen'vize	people	to	recommend	on	social	media	

•  Be	on	your	guard	for	poaching	
•  Get	your	personnel	out	in	the	marketplace	so		
they	can	brag	a	li#le	

	
	



POLL	QUESTION	

How	would	you	gauge	your	firm’s	ability	to	
control/develop	its	brand	through	the	use	of	
technology	(LinkedIn,	Facebook,	TwiUer,	other	
social	media	outlets)?	

1.  What’s	social	media?	
2.  Just	star'ng	the	research	
3.  Covering	the	basics	
4.  Ac've,	but	we’re	working	on	real	content	
5.  We	are	best	in	class	

	
	



Checklist	for	Screening		
•  Mul'ple	interview	points	with	mul'ple	interviewers	
•  Personality	screening	
•  Background	checks	
•  Online	checks	
•  Reference	checks	
•  Competency	tes'ng	
•  Case	study	

! Consider	this	an	interview	for	the	candidate	and	an	interview	for	your	firm	
! Avoid	selec'on	in	a	vacuum!	
!  This	takes	'me	so	strategic	thinking	must	play	a	part	

SCREENING	TALENT		

	
	



ONBOARDING	TALENT		

•  Consider	this	the	first	interac'on	with	your	team		
•  Share	the	history	of	the	firm	and	the		
vision,	mission	and	values	

•  YES—This	takes	'me!	
•  Involve	mul'ple	members	of	your	team	
•  Consider	onboarding	a	longer	process	than	one	day	
•  May	involve	interac'on	with	mul'ple	departments	

	
	



ONBOARDING	

•  Onboarding	workflow	automa'on	

•  Asset	assignment	

•  Orienta'on	
•  Training	on	solu'ons	
•  Celebra'ng	new	hires	

	
	



SELF-SERVICE	APPLICATIONS	

	
	



TRAINING	ADMINISTRATION	

•  Highly	valued	by	employees	

•  HR	so`ware	can	track	training		
required,	training	taken	

•  Training	and	skills	can	be	inventoried	
•  Registra'on	func'on	
•  LMS	(learning	management)	

•  Training	on	technology	
"  Why,	not	just	how	

	
	



POLL	QUESTION	

•  How	defined	is	your	in-house	training	program?	
1.  We	don’t	train	
2.  We	just	cover	life	safety	and	similar	subjects	
3.  We	allow	for	training	but	it	is	all	with	outside	subject	

ma#er	experts	
4.  We	are	migra'ng	to	use	in-house	and		

outside	trainers	
5.  We	have	a	best	of	class	“Construc'on	University”	that	

is	structured,	has	a	blend	of	trainers	and	covers	hard	
skill,	so`	skill	and	life	safety	subjects	

	
	



TRAINING	&	DEVELOPING	THE	TALENT	

Training	
•  Start	small—This	does	not	need	to	be	a	“university”	but	rather	a	few	

“course	offerings”	
•  Tie	to	the	core	values—If	customer	service	is	important,	create	a	

course	on	customer	service	
•  Use	the	best	trainers	in	the	world:	Your	people!	
•  Leverage	external	resources—Your	counsel,	accountants,	trade	

partners,	etc.—to	provide	external	training	where	per'nent	
Development	
•  One-on-one	mentoring	
•  Not	every	manager	makes	a	great	mentor	
•  Serves	as	a	sounding	board	and	coach	
•  Consider	the	roles	of	your	senior	leaders	

	
	



RETAINING	THE	TALENT	

•  Retaining	talent	requires	more	than	pay	increases	
•  How	o`en	do	you	do	appraisals,	performance	reviews	and	most	importantly	GOAL	SETTING?	
•  What	sort	of	incen've	compensa'on	and	long-term	deferred	compensa'on	plans	are	in	place?	
•  What	sort	of	phantom	stock	or	ves'ng	is	in	place	to	retain	talent?	
•  While	you	may	not	need	a	successor—yet—DO	NOT	FORGET	ABOUT		

KEY	POSITIONS	WITHIN	YOUR	FIRM	
•  Not	everyone	will	be	a	future	leader	but	there	is	always	the	needs	for		

senior	managers,	es'mators	and	field	managers	
•  Just	because	someone	has	been	with	the	firm	for	several	years,	do	not	forget		

their	contribu'on	and	their	need	to	be	developed	and	trained	accordingly	
•  LASTLY,	is	the	current	talent	the	GREATEST	GROUP		

of	cheerleaders	for	future	talent?	

	
	



POLL	QUESTION	

Has	the	role	of	human	resources	changed		
dramaZcally	in	your	firm?	

1.  We	don’t	have	a	human	resources	role	
2.  Human	resources	is	simply	“Payroll/Benefits”		
3.  We’ve	seen	this	role	migrate	from	Payroll	to	more	of	a	

Talent	Development	person	but	we	are	not	there	yet	
4.  We	have	a	person	that	is	just	becoming	a	“Talent	

Development”	person	with	a	role	that	is	part	benefits,	
part	risk,	part	recruiter,	part	trainer,	and	part	cheerleader	

5.  We	have	a	best-in-class	Talent	Development	department	
that	focuses	on	all	of	these	areas	to	ensure	we	never	get	
behind	“The	People	Curve”	

	
	



TECHNOLOGY	IMPACT	

•  Threatens,	inspires,	empowers	
•  Rethinking	roles	and	expecta'ons	
•  Compe''ve	advantage	
•  Bragging	rights	
•  Role	of	super	user	
•  Eliminate	barriers	and	silos	

•  Need	for	IT	governance	

	
	



CAREER	PATHS	&	SUCCESSION	PLANS		

•  Do	your	employees	know	what	their	next	promo'on	is	likely	to	be?			

•  Do	you	know	what	your	employee’s	next	promo'on	should	be?	

•  Are	you	training	your	replacement?		

•  Do	you	have	a	plan	for	filling	an	unexpected	vacancy?	
•  Do	you	know	what	opportuni'es	will	open	up	for	your	“A”	players?	
•  Can	you	retain	your	best	employees	without	offering		

them	advancement?	

•  Does	your	T&D	program	prepare	your	employees		
for	the	next	step	up?	

	
	



CONCLUSION		

•  HR	func'on	is	growing	and	enhancing	
•  Means	and	methods	for	a#rac'ng,	developing	
and	retaining	personnel	are	out	there	
•  Personnel	are	your	strategic	resource	
•  People	determine	how	your	firm	is	thought	of	
in	the	marketplace	

•  Technology	is	impac'ng	HR	admin	and	nearly	
everyone’s	func'on	

	
	



Q&A	SESSION	

	
	



	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

THANK	YOU	FOR	ATTENDING	TODAY’S	WEBINAR!	

	
	

Please	visit	construc:onbusinessowner.com	in	the	coming	days	to		
access	a	recording	of	the	webinar	and	download	today’s	presentaZon.	

Gregg	Schoppman	
Principal	
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