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Labor challenges persist and intensify 
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• Let’s just say something “interesting” happened in the marketplace 

tomorrow, could you pivot?

• What would you do, if your primary client/sector/market went away, what 

would be your response?

• What triggers are you using to help provide predictive indices for market 

health, customer viability and overall firm trajectory?

• If the market shifts (let’s just say, we just had a test run), what would 

those critical decisions be that affect personnel and the team?

• In the face of a talent crisis, how would you make the appropriate 

personnel decisions and what criteria would you use to define who stays 

and who goes?

Important questions to ponder



3FMI Corporation Copyright 2020

So often we worry about talent during “The Boom”…

SHORT TERM

• Training

• Retaining Top Producers

• Market Share

• Client Obligations

LONG TERM

• Succession Planning

• “Recession Proofing”

• Business Continuity

• New Strategic Directions/ 

Markets
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Strategic approach to Talent Development 

“Brand” and 
Image 

Marketing

Recruiting

Screening

On-Boarding

Core 
Competencies

Training and  
Development

Retention 
Strategies

• Brand and Image Marketing – What is the community 

at large’s image of the employer

• Recruiting – Big-picture recruiting at all levels 

THROUGH ALL SOURCES (versus traditional 

sources)

• Screening – Talent selection through new and 

innovative means (i.e., testing, auditioning, etc.)

• On-Boarding – Thorough introduction to firm’s 

leadership and the creating of Raving Fans within the 

‘first hour’

• Core Competencies – Rather than focus on skills, this 

represents a shift towards core attributes BY 

POSITION like “Entrepreneurial Instinct,” “Intellectual 

Curiosity” and other innate desired characteristics

• Training and Development – Curriculum for all levels 

including but not limited to pre-work interactive 

learning and post-education follow-up to ensure 

compliance and retention – This would include but not 

be limited to internal training, external training, 

coaching, “leadership group” activity, etc. BUT 

represent a coordinated and interrelated endeavor

• Retention Strategies – Long-term talent retention and 

continued development in the form of goal setting, 

career/life trajectory and other retention tactics for high 

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

• What is your value proposition to a potential 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 little to offer a potential candidate – they provide the 

paycheck but fail to evoke PASSION!

• Younger employees want to know that their work has a connection to a 

greater vision 

Brand and image marketing
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Recruiting 

Where are you fishing?

• High schools

• Technical schools

• Colleges and universities

• Social media

• Websites

• Print media

• Recruiters

• Friends and family

Rules of Thumb:

• Bounties

• If no one takes advantage – Why?

• Glass Door

• What is your “rating?”

• Where would you go to get a job?

• Use specific print media that is targeted

• How often do you appear on campus?

• Be more than a “one-semester wonder”

• Vet your Recruiter

• Resume farmer or serious hunter?

• Leverage social media

• Be creative

• Events

• Dedicated recruiting events
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Checklist for screening:

• Multiple interview points with multiple interviewers

• Personality screening 

• Background checks 

• On-line checks 

• Competency testing 

• Case study 

• Consider this an interview for the candidate and an 

interview for your firm 

• Avoid selection in a vacuum! 

• This takes time so strategic thinking must play a 

part

Screening talent 
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• Consider this the first interaction with your team 

• Share the history of the firm and the vision, mission and values 

• YES – This takes time!

• Involve multiple members of your team 

• Consider on-boarding a longer process than one day 

• May involve interaction with multiple departments 

On-boarding talent
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What do the tranches 

look like for:

• Entry level

• Project managers

• Field labor

• Field leaders

• Executives

• Administration

On-boarding

Required Task/Module Brand X Rep

Day 1 History of Brand X

HR Paperwork

IT Orientation

Tour of Office/Staff Introductions

First 30-Day Overview

Day 2-10 Shadow- Estimator

Shadow- PM

Shadow- Superintendent

Tour of Notable Projects

Customer Etiquette

Email Procedure/Etiquette

Day 11-30 Financial Management 101

Change Order Management 101

Pre-Job Planning

Short-Interval Planning

Post-Job Review

Exit Strategy

Day 30 30-Day Evaluation

The 

Abridged?

The 

Unabridged?
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“How would you define the BEST 
project manager?”
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Example of competencies: 

• Managing performance

• Coaching and mentoring 

• Team builder

• Commitment to excellence 

• Structured thinker 

• Career focused 

• Strategic thinker 

• Persuasive and positive influencer 

• Change agent 

• Customer focused 

• Collaborative 

• Creative thinker

Core competency development 

Drive

Value 
Driven

Passion
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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 pertinent

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

Training and developing the talent 
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Training migration 

Move towards:

• Focused training with follow-

up 

• Group training with 

collaboration 

• Cross-firm training 

Migrate away from:

• Disparate training 

• Independent education or 

one-offs

• Safety training ONLY 
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Just about the time associates show and ROI…

Employee Engagement
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• Retaining talent requires more than “pay increases”

• How often do you do appraisals, performance reviews and most importantly 

GOAL SETTING?

• What sort of incentive compensation and long-term deferred compensation 

plans are in place?

• What sort of phantom stock or vesting 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, estimators and field managers

• Just because someone has been with the firm for several years, do not forget 

their contribution and their need to be developed and trained accordingly

• LASTLY, is the current talent the GREATEST GROUP of cheerleaders for 

future talent?

Retaining the talent
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Not all approaches are equal 

(1)  If tied to performance  (2)  If long-term incentive compensation is used

Total Rewards Element

Goal

Attract Retain Motivate

Base pay High Medium Low

Short-term variable pay Low

Medium 

to High High

Long-term, qualified deferred compensation Low Medium Low

Long-term, nonqualified deferred 

compensation Low High High (2)

Perks Medium Low Medium (1)

Recognition Low High Medium

Performance management Low Medium High

Work / Life programs Medium Medium Low

Career pathing High High Medium

Training High Medium Low

Benefits Medium Medium Low
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• Do your employees know what their next promotion is likely to be?  

• Do you know what your employees’ next promotion should be?

• Are you training your replacement? 

• Do you have a plan for filling an unexpected vacancy?

• Do you know what opportunities 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

Career paths and succession plans 
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How is your company 

preparing
for a

changing
workforce?
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• Are you hiring for today or developing true talent development for 

tomorrow?

• What is your “brand” in the marketplace? Are you a magnet or 

repellent?

• Are you training on the right subjects?

• Who are your trainers?

• Is there consistency in your operations, making training easier on 

everyone?

• How are you holding on to key associates?

• What does the succession map look like five to 10 years from now 

in your firm?

• Who is charged with developing talent within your firm?

Summary 
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As a principal with FMI, Gregg specializes in the areas of productivity and project management. He also leads FMI’s project management consulting 

practice. He also leads the consulting management group of FMI’s Florida office.

Prior to joining FMI, Gregg served as a senior project manager for a general contracting firm in central Florida. He has completed complex and 

sophisticated construction projects in the several different niches and geographic markets. He has also worked as a construction manager and managed 

direct labor. Furthermore, Gregg has expertise in numerous contract delivery methods.

Gregg was named one of the Top 25 Consultants of 2014 by Consulting Magazine, receiving the highest number of nominations for that year’s recipient 

group. Additionally, he was a two-time finalist for the Association of Management Consulting Firms award for “Change Management” in 2012 and 2013. 

Gregg has been a guest speaker for the ABC, AGC, IFMA, DBIA, NECA and CFMA. He has been the Gulf Coast Director of the Design Build Institute of 

America function and regularly speaks to students in the civil engineering graduate school program at the University of Florida. Gregg has also spoken to 

similar groups around the state of Florida. 

He has successfully completed project management and productivity implementation engagements for general and trade contractors across the country. 

In addition to his implementation engagements, Gregg facilitates strategic planning and evaluation services focused on organizational transformation. He 

has also been an instructor with FMI’s Project Manager Academy and regularly trains individuals from foreman to CEO.

Gregg holds a bachelor’s degree and master’s degree in civil engineering from the University of Florida, and a master of business administration with a 

concentration in international business from the University of Tampa. He was recognized as a Beta Gamma Sigma honor graduate at the University of 

Tampa and Tau Beta Pi honor graduate at the University of Florida. He possesses a Lean Six Sigma Black Belt from Villanova University and an 

Executive Certificate in International Management from Thunderbird University. Gregg possesses an Engineer Intern certificate from the State of Florida 

as well as a Florida General Contractors license. He is a member of the American Society of Civil Engineers, International Facility Management 

Association, Leadership Tampa and Leadership Pasco.

Gregg Schoppman, Principal
FMI Corporation

813.636.1259
gschoppman@fminet.com 

Gregg Schoppman, Principal
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Who We Are
FMI is the leading consulting and investment banking firm dedicated exclusively to the built environment.

We serve the industry as a trusted advisor. More than six decades of  context, connections and insights lead to 

transformational outcomes for our clients and the industry.

FMI has more relationships in the industry than any other 

consulting firm. We leverage decades of focused experience and 

expertise to advise on strategy, leadership and organizational 

development, performance, technology and innovation. 

Strategy

▪ Market Research

▪ Market Strategy

▪ Business Development

▪ Strategic Planning

Leadership and Organizational 

Development

▪ Leadership & Talent 

Development

▪ Succession Management

▪ High Performing Teams

▪ Corporate Governance

▪ Executive Coaching

PRACTICE AREAS

Performance

▪ Operations

▪ Risk Management

▪ Compensation

▪ Peer Groups

Technology and Innovation

▪ Tech Market Accelerator

▪ Tech Partner Program

▪ Tech Readiness Assessment

▪ Tech Sourcing & Adoption

▪ Integrated Business Intelligence

We are the leading investment banking firm exclusive to the built 

environment. Our dedicated team of more than 35 experienced 

M&A finance professionals has completed hundreds of 

transactions in the industry. FMI offers the broadest and deepest 

M&A coverage of the Built Environment.

Sector Expertise

▪ Architecture, Engineering & Environmental

▪ Building Products

▪ Construction Materials

▪ Contractors

▪ Energy Service & Equipment

▪ Energy Solutions & Cleantech

▪ Utility Transmission & Distribution

Services

▪ M&A Advisory

▪ ESOP

▪ Valuations

▪ Ownership Transfer

Executive Education

▪ Acquisitions in the Construction Industry

▪ Ownership Transfer & Management Succession


