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Introduction


Throughout our studies of executive issues in construction, we have been afforded the opportunity to receive the perspectives of many different decision makers within the construction industry. The backgrounds of these individuals represent an experience as diverse as the construction industry itself. The details that I have been able to garner from these many varied executives will prove to be invaluable to me in the future as I seek to define my own experience within our industry. All of the guest speakers have, in their own rite, made important points about their respective subjects. There were several speakers whose thoughts on some specific themes will prove to be meaningful to me in both the near future, and throughout my career. 

Analysis #1: Brent Salter, Salter Construction Company


Brent Salter offered a unique prospective to the class. A discussion of his presentation is appropriate to me for several reasons. First, Brent is a small business owner and a graduate of the Auburn Building Science masters program. Because I plan to own my own business someday, and because I will hold the same masters degree that he does, I took special interest in his presentation to the class and to his situation in general. In a time where we are constantly re-defining ourselves, it is beneficial to be able to observe someone whose closely work and educational background closely resembles my own. Secondly, through our discussions with Brent, it became apparent to me that Salter Construction Co. is at a crossroads of sorts. He will soon need to make a strategic decision about the direction that the company is to go in. The decision could be that he does not need to change anything about what the company is doing now, but the process that he must go through to make that decision is important to understand, and therefore warrants further review. Finally, I am interested in the use of technology that Brent emphasized in his presentation. Brent was able to offer some unique impressions relevant to this subject.


There are several things that strike me as important about the being able to interact with a person like Brent who has accomplished, or is in the process of accomplishing, some of the goals that I intend to reach. Brent is a person of similar age and educational background as many of the graduate students in the program today. Since the graduate program has not been around for very long, the opportunity to interact with one of our own is very important and useful. This interaction allows the current graduate students to get an idea of what the product of our hard work could be like. In a time when we are constantly seeking to define ourselves in terms of what we have to offer to the construction industry, this is very important. 

Secondly, we have discussed the presence, or air that some of these executives have. Brent is in essence an entrepreneur. His manner was somewhat different from several of the other executives that we interacted with, but was equally as interesting. Like many in the construction industry, an entrepreneur must take risks in order to be successful. Brent seemed to offer a more reserved approach to this issue. 

The second important issue that was brought to light as a result of our discussion was the fact that Brent is in the process of making some important decisions that will have a large effect on his company’s future. Specifically, he was looking at some new markets both in the residential and light commercial areas. This strategic planning and decision making process is important for any company, but for a smaller company such as Salter Construction Company (SCC), it could mean the difference between success and failure. Because SCC is small, and relatively new there are probably not any documented processes for making decisions of this magnitude, furthermore, this may be the first time that anyone has done this type of formal strategic thinking for SCC. Brent was able to utilize the class as a resource of sorts for this matter, as he should. Although we will not ultimately know the result of whatever decision that he makes, this situation did bring to light for me the importance of planning and thinking strategically, especially for a small and relatively young company. 

Finally, the prospect of being the owner of my own business is very appealing to me for several reasons, but mainly because it opens up many possibilities. One of those possibilities is the ability to implement one, or many of the useful technologies available to the professional constructor today. As has been pointed out many times, our industry is one that is slow to accept change. This could be because many of the executives of established construction companies come from a time in which there was not a significant level of useful new technology available. Brent represents a business owner from my generation. His comfort with technology is evident in the fact that he relies heavily on it in order to provide his estimating and design services. I fell that his attitude toward technology in the construction business represents the way things will be in the future for our industry.

Analysis # 2 Drew Yantis, Holder Construction Company


Drew Yantis offered a very useful and somewhat different perspective for our class. There are several aspects of our discussion with Mr. Yantis that that should prove to be very useful to me throughout my career. For example our discussion on employee recruitment and retention offered advantages to me that were two-fold. First, to be able to view the employee recruitment and retention process from the prospective of the employer is invaluable to me as person who will most likely be participating in the interview process very soon. The information provided to me through this discussion will help me to be more prepared for my upcoming interviews. Also, as a future employer, to have this information presented to me by an executive from a proven construction company is very useful. When the day comes that I am in charge of hiring, I should be able to call on the knowledge passed to us by Mr. Yantis to assist me in making good hiring decisions. Another important aspect of the discussion is not as tangible. Drew Yantis is a senior manager in a successful construction company. The information that I was able to gather about the way that he handles himself in a business atmosphere is just as important as the other, more physical information that was exchanged.

Employee recruitment and retention is a hot topic in the construction world these days. With labor shortages negatively effecting employers in many ways, people are paying more attention to the process of hiring and keeping good employees. With the knowledge of this fact in hand, I will soon be entering the workforce. For the first time in the journey along my relatively short career path, I feel that I will finally have some leverage when I go into an interview. This is so for several reasons. First, I am confident that the knowledge that I have gained at Auburn will serve me will in the future. Because of this, I feel that I have something special to offer prospective employers. Secondly, through interaction with executives such as Drew Yantis, I have been given a chance to understand the situation from the employer’s point of view.

 For example, one aspect of our discussion dealt with submissions from the students to Mr. Yantis relating to the most important factors effecting job selection, as we saw them. Through his responses and our subsequent discussion, Mr. Yantis gave us valuable information about what employers are looking for in employees, and went as far as to provide us with ideas about what we should be looking for in possible employers. The ideas exchanged had the effect of actually building my confidence and helping me to verbalize many of the feelings that I have about future employers. As a direct result of our meetings with Mr. Yantis, I will be more organized, focused, and confident for future interviews. 

We have also discussed the value that good employees have to construction companies. Along this same line, we thoroughly conferred about employee retention in our meetings with Drew. When I am a business owner, the knowledge that I gained about that process through these meetings will be very helpful. Mr. Yantis demonstrated the value of good recruitment and retention practices to his company, and I plan to translate those values to my own company. 

Finally, and possibly the most important thing that I gained from our meeting with Mr. Yantis was the perception of how a person in his position carries himself when he is representing his company. For example, he was extremely well organized and prepared. This speaks volumes about himself as a manager, but also about his company. Also, his quiet confidence and his ability to answer questions thoughtfully and convincingly was refreshing. He portrayed a sense of balance that caused me to want to trust him. These are all characteristics that I would like to emulate. I believe that the medium is the message, and Mr. Yantis being the medium, sent a very good message about his company. By being able to observe these characteristics in him, I hope to be able to nurture them in myself and therefore portray the same message about my own company some day.

Analysis #3 Mike Waller, Brice Building Company


Mike Waller offered a lot of information that was very beneficial to the class. He brought with him several things that are important to discuss, as they will definitely be subjects that we as professional constructors, will have to deal with on a regular basis. First, the impressions that I was left with after our discussion on meetings are very important. In reference to meetings, he highlighted concepts dealing with preparation, atmosphere, and leadership that I will utilize in years to come. Also, Mike exudes a practical and straightforward manner. This carries over into his methods for dealing with situations and solving problems. This method, or attitude, has helped him to be successful in his career. For example, having these qualities has helped him in crucial areas such as meeting deadlines, planning and organization, and dealing with people.


We are in the process of being trained for management rolls in the construction industry. To be successful in that future role, we will need to develop many skills. The ability to be involved in, and successfully run a meeting is of paramount importance. Meetings are about one thing, communication. This could include communication between individuals or groups, but the way to gauge the success of a meeting is to determine whether the idea was successfully communicated between the two or more parties that required the exchange of information. 


Communication in meetings can happen in many ways. The traditional way is obviously through speaking, but there are other ways that are just as effective. For example, the tone of the meeting place and the people involved in the meeting is very important. The atmosphere of the space in which the meeting is held can send many messages. It can create a feeling of security within the participants, or it the meeting could be arranged so that an adversarial situation is nurtured. Whatever the case may be, it is important to realize these factors so that one can seek to utilize them. 


Another form of communication in meetings is through physical body language. We communicate this way every day, although we are rarely aware of it. In a meeting setting, the effects of this method of interaction can be magnified. The amount of information that can be gathered from observing someone’s body language can be staggering. You can tell is a person is relaxed or uptight, satisfied or angry, lying or telling the truth. Obviously, the ability to recognize these signs is very important and can be very useful in a meeting environment.


Other important factors that effect meetings include organization and leadership in the meeting. Mike made it evident, that organization is key to the success of communication in a meeting. A disorganized meeting can cause people to be distracted and will reduce the effectiveness. Also, since time is always a factor in meetings, they should be well organized by the leaders as to maximize the efficiency. Finally, leadership within the meeting must be well defined in order for the meeting to accomplish its goals of organization and communication. The leader must be someone with the background knowledge of the situation, as well as the skills to keep the meeting on track.


In our discussion with Mike, I was able to garner other useful information about the way that he handles difficult situations that come up daily in his job. Mike calls on a direct and sensible part of his personality to assist him in this area. He utilizes communication that is to the point and very clear when dealing with other parties, such as subcontractors, venders, and any other party involved in the construction process. For example, he sets deadlines for tasks to be completed. These deadlines have the effect communicating the exact time that something is to occur so as to limit confusion and to make the other party responsible for meeting this deadline. Along this same line, he is very timely in his manner. He gets to planned meetings at the agreed upon time and he expects the same from his counterparts..


 The subjects of meetings, problem solving, and organization are all key issues when talking about success in the business world. These concepts, although different in meaning, all boil down to one thing, communication. Mike has demonstrated the importance of communication in the business world. 

Interview Raw Notes

Name of person interviewed: Robert Taylor

Position: Chief Construction Officer for Landmark Construction Group in Jackson MS.

Q: Can you tell me how you define your position within Landmark Construction Group?

I am in charge of all construction, that means estimating, scheduling, and running all the jobs or project management. I am also in charge of all of the superintendents.

Technology

Q: How important is technology to your job today?

It depends on what the job is. Normally technology is very important. We maintain a database on subs and clients, so databases are very important. Also rapid production of printed-paper is important. Unfortunately, we produce a large amount of paperwork so that is an important aspect as well. Technology effects our buildings as well. That is a whole different story but is also very important as well. We also use technology for important issues such as accounting.

Q: What about cell phones, email, the Internet, etc…

Yes, these are all important. Cell phones are good for communicating on the jobsite or on the road. I use voice mail a lot as well. We sometimes use the Internet for research but that and email is really all that I use it for.

Q: What about the industry as a whole? 

Yes, database management, word processing, and other forms of communication are all important to our industry.

Strategic Planning and Decision Making

Q: Does your company make decisions that you would consider to be strategic?

Of course. Strategy is careful planning. You want to maximize your income and manage your employees. I don’t see how a business could survive without some sort of strategic planning. You have got to have some sort of well-organized plan.

Q: How do you think these plans are important?

They are necessary to a successful business.

Q: How involved is a person of your level within the company in those decisions?

I help make all of these types of decisions

Q: What are some recent strategic decisions that your company has made?

We have a careful, well thought out plan for adding new clients. We know exactly how it is going to happen. 

Q: What general factors did your company take into account in order to help it make this decision?

The primary factor is economic. We also want to keep our workers busy. We have good employees and we want to keep them busy in order for them to be happy and for us to continue to make money. 

Q: How long will it be before you know if the decision was good or bad?

When you can see the results. With employees you can see it immediately.

Q: So would you consider your decisions about employees to be part of the companies overall strategy?

Yes, managing your resources is definitely part of your strategy. 

Employee Recruitment and Retention

Q: I know that your business depends heavily on employees, can you talk about this?

It is very important. For an employee to be valuable, it usually takes about a year. Not to say that they are not valuable as people but jus that it takes about a year before they actually start to make the company money. They are assets to the company, but they are also people.

Q: Do you have any formal system for recruiting employees?

No, it is usually word of mouth.

Q: Do you advertise?

No.

Q: What are some qualities that you look for in possible employees?

We look at the type of person, their character, intelligence, work ethic, and also their education and training. You can tell if a person is intelligent usually, and if they are intelligent then you can train them. 

Q: Once you get employees does your company invest time and money in training theses people?

Yes. I invest my personal time as well as the time of other employees of the company. We do not have a formal training system, but when an employee is spending time with a new employee, they are not making the company money. We encourage this though, because it pays off in the long run.

Q: So, is retention important to your company?

Yes, very important.

Q: Do you have a formal system in place for retaining employees? If so can you elaborate on that system?

We don’t really have a formal system. We give them nice offices and a good atmosphere. We give them benefits and good vacation time. We pay some of the top salaries in the state to some of our employees and they respond to that. And we work with many of our office employees on their schedules. Things like that. We also try to make sure that everyone gets along. We hire people based on that criteria as well. We want to hire people that fit in here. 

Meetings

Q: How often do you participate in a meeting of some sort per day?

At least one per day, not including meetings with employees.

Q: Is the ability to run a meeting effectively a skill that you think should be nurtured? If so please elaborate.

Yes, of course. A lot of that comes with time. You need to go into a meeting with a precise goal. You need to get input from everyone involved. They should not last long; they are not a social event. The meeting needs to be in a good environment. 

Q: what skills should one develop in order to be able to run a meeting successfully?

Organizational and efficiency. You should try to get in and out in 15 to 20 minutes. I also thinks that regularly scheduled meetings can be a bad thing. You may not have anything to talk about every time and it becomes a hassle for everyone involved. It can be a waste of time and people resent it. I also think that employees should have the authority to call a meeting. If they have taken ownership of a task and they need someone’s input then they should be able to call a meeting. 

Q: what part does body language and atmosphere in play in communicating a message in a meeting?

Body language is important. Even if you don’t know what you are talking about, you need to be a presence. Don’t go into a meeting defensive. Emotion does not pay in a meeting. 

Organization

Q: what tools do you use to help you organize business day?

It takes a lot of work to organize. I do most of it in my head. Of course, you must have a calendar and to do lists. I also use voice mail a lot. I try to handle a piece of paper only once, although that usually does not happen. I make a lot of notes. I make the employees under me be organized and that helps me be organized.

Q: Do you think other peoples perceptions of you, as an organized person is important to your business?

Yes it is important for clients and other builders. Organization boils down to getting things done. This business has a lot of time frames and deadlines. 

Interview summary


Through the course of my interview, I was able to gain lots of valuable insight into several of the topics that we have discussed in class throughout the year. The interview also served to effectively reinforce several of the important ideas that some of our guest speakers have brought to light. The person that I chose to interview was Robert Taylor. He is the head of construction operations for Landmark construction Group in Jackson, MS. This company began as a residential construction company in 1989. Since that time, they have grown to be one of the largest residential construction firms in the state. They have also, in the past seven years, built several large apartment complexes and have positioned themselves to break into the retail commercial construction market.
The interview was set up to cover the broad topics of technology, strategic planning and decision-making, employee recruitment and retention, decision-making, meetings, and personal organization. Through the analyses, it is clear that these subjects are extremely important issues that face executives in the construction industry. By discussing theses topics with a knowledgeable construction executive, I have been able to reinforce some of the ideas that came to light during the analyses. 

There are several portions of the interview that I feel were important. On the subject of technology, Mr. Taylor confirmed a theme that has been a part of our class in saying that technology is very important to his everyday business. In our scheduling class, we have emphasized the importance of an understanding of databases, and Mr. Taylor confirmed the importance of this technology as well. 

Also, Strategic planning and decision making is a very important part of what he does as a builder. He felt like it would be impossible to conduct business without some sort of organized plan, be it written or not. I found it interesting that he felt that successful employee management, including employee recruitment and retention, was part of his company’s overall business strategy. 

Employee retention is something that his company prides itself on. They really do believe that their employees are a great asset, and it shows in the performance of the employees that work there. He feels that he has been able to develop a skill for picking good employees. Conversely, once they get the good employees, they have a compensation package that rivals any in the state. The company has made a strategic sort of decision as it relates to employees. They want to hire the best, and they realize that to do this, they must have good compensation. I feel that this fact has helped him tremendously as he has sought to successfully grow the construction side of his business. 

Also, Mr. Taylor has been involved in many meetings and he gave the same perception that Mike Waller did on this subject. His concepts on body language are right on the mark. I also liked the idea that “emotion doesn’t pay” in a meeting environment. This concept rings true to many situation within he business environment.

Daily organization is a subject that is very important to Mr. Taylor. As we know, there are many deadlines that must be met in this business. Mr. Taylor uses simple and straightforward methods for managing his time. 

Overall, I believe that this interview was very helpful. It has allowed me to further define some of the important concepts that have come to light through the analyses. The information gained through he interview will be useful in helping to delineate the action plan. I did not feel that I gained specific information on how I will develop that action plan, rather the interview has served to reinforce the broad topics of importance that I have formulated. The topics are: use of technology, communicating strategic decisions, employee recruitment and retention, and meeting/communication skills.

Action Plan (overview)


Based on the three analyses and the successful interview with a construction executive, I have come up with an action plan. This plan is meant to incorporate the important ideas that have come to light through the analyses, and that have been reinforced by the interview. The action plan will seek to link these essential concepts with a method for incorporating them into the operating procedure for a construction company. In doing this, the goal is to produce a realistic, and usable set of guidelines by which these ideas can be integrated into the everyday working fabric of the company. The action plan will focus on the implementation of these key factors: 

· A plan for the successful utilization of technology within the company’s construction and business divisions. 

· A comprehensive outline documenting the method by which decisions will be made within the company. This will show how strategic decisions flow from upper management and are eventually implemented at the work-face. 

· An outline for a comprehensive employee retention plan, focusing on employee compensation. I have chosen compensation because I believe it should be an important part of a companies employee retention plan.

· An employee training program that focuses on meeting, presentation, and organizational skills.

* I have assumed the role of a CEO of a small to medium existing construction company.

Action Plan (part 1) Technology Utilization 

Purpose: It is our belief that by embracing some of the innovative technological advances that have recently occurred, we will be facilitating an atmosphere within the company that nurtures growth while at the same time allowing us to maintain a leading role in the construction industry. We are implementing this plan in order to begin the process of integrating company systems with some of theses chosen new technologies. 

Action: Following is an outline of a plan that will eventually be put into action by the division heads of each department. The owners of the company have set up these goals. The details of the plan are to be worked out at a company retreat to be held in two weeks. The department heads, along with all of the management team from each department will be in attendance at this retreat. At the retreat, we will divide into groups, based on department. Each group will apply this outline to its own unique situation and will come up with specific technologies to be used in order meet the needs of the company which are set fourth in the outline. Through this collaboration, we hope to gain a consensus on the individual needs of each department as they relate to technology usage.  

This plan will include:

· Implementation and review of communications systems for dealing with everyday communications needs between the home and satellite office environments, field personnel, and other parties outside the of the company that we will need to interact with. The departments should consider specifically the following needs:

· data and voice communication (field and office)

· Internet based communication (email, video conferencing, web pages)

· A review of interdepartmental project management issues and systems. Our goal is to determine if we should incorporate a web based project management system into the everyday project management operations of the company, or if we should update and standardize the existing system. Ultimately we want to streamline our project management systems by incorporating some sort of database technology with existing project management practices. When thinking about this system consider the following needs:

·  Data management (client, subcontractor, vender)

· Standardization of job specific project controls such as RFIs, Change Orders, Submittals, and Daily reports

· Accounting needs for the entire company needs to be addressed as they relate to technology. Consider the following subjects:

· Security

· Accuracy

· Job costing ability

· Company-wide standardization of accounting practices

· An internal technology-training program shall be initiated, and funded by the company. This training program shall be separate from the employee craft-training program. Each division is to examine its training needs as they relate to the new technology to be implemented. Our research shows that training of employees on the new technology should be of the utmost importance. For example, “poor training and insufficient planning lead more IT projects to fail than any technical issues” (Mateyaschuk, 124). Therefore, we are planning to assure that every employee is well versed in the new technology that we incorporate. 

The preceding topics are meant to serve as an outline for initiating department specific implementation of technological measures to deal with the areas of interest shown. 

Action Plan (part 2) Company-wide decision making process

Purpose: The analyses and interview have indicated a need for a well-organized and defined method for making decisions within the company. Through the definition of this decision making process, it is our intent to identify how critical, or strategic decisions will be made within the company and to show how these will flow down through the management to impact work-face activities. 


Strategic decisions are important to our industry for many reasons. For example, take the following scenario:

“The Internet revolution is barely under way in construction, but e-commerce companies already are cutting fees charged to suppliers who sell materials and other products through their systems. With some exceptions, the operators of e-commerce exchanges say they are pushing fees down to 2% or lower, from as high as 5% some had been seeking from sellers. The change is needed because of resistance from suppliers of lumber and pipe and other commodities to paying a percentage of their sales as a fee and either kissing the money goodbye or burying the fee in their prices. In businesses where margins can be thin, resistance to fees translates into reluctance to sell over the Internet” (Korman, 82).

This situation represents one of many scenarios that we as a company are faced with every day. We believe that ultimately the company will be faced with the task of purchasing materials over the Internet. It is necessary for us as a company to do some strategic thinking in order for us to best position ourselves to use this change to our advantage. This scenario happens to be related to technology, but the possibilities for other developments throughout the market that could affect our business are limitless. Therefore, we need to have a simple, well-documented system for allowing changes that may result from the realization of some strategic issue in our future. 

Action: Upper Management has created this chart in order to set up parameters that will govern the flow of information resulting from critical strategic decisions through the proper channels in the company. This is needed in order to assure that these paramount decisions are routed through the correct channels within the company so as to assure maximum efficiency in the implementation of the resulting changes. In order to achieve this goal, it is first necessary to define the company organizational makeup as seen in the following chart. 

Company Organizational Chart




Critical decision making process map 

Now that the company organization has been defined, we can examine the way that the decisions will flow within the company structure.


Our 




Our Industry is one that is constantly changing. It is important for there to be an established procedure for implementing decisions that are made in order to better position the company to take advantage of these changes. It is of the utmost importance that each employee in the company recognizes where in this process they fall in so as to facilitate efficiency in communicating and implementing company wide strategic changes. This process map is to be included in the new hire handbook that is given to each new employee. Each manager should be very familiar with this process and should be prepared to answer any employee questions relating to the process.

Action Plan (part 3) Employee retention plan focusing on compensation


Purpose: It has become overwhelmingly evident that employee retention is a critical issue for us in the construction industry today. Employee retention can be a complicated issue with many variables involved. One important part of employee retention deals with compensation. Through our research, it has become apparent that a comprehensive compensation program will ultimately serve to help us retain employees. For take this quote for example, “management specialists would do well to design incentive schemes based on the premise that money is an effective and highly potent motivator” (Gupta, 1). Obviously, through our research and our interview with a construction executive, it became evident that many people believe in the value of rewarding his employees for a job well done. Compensation is inevitably linked to employee retention, but it is also strongly linked to employee motivation. By attacking the problem of employee retention, through the installation of a new employee compensation program, we will be able to effectively hold on to our employees while at the same time motivating them to do their best work.  

Action: We have put together this compensation program in order to address employee retention within our company. This plan is to be implemented immediately for all jobs that fall under the construction operations category. Any employee that has questions or concerns about the new system should direct them to his or her manager. The program is divided into three parts, base pay, benefits, and incentives. 

Summary:

It is the company’s ultimate goal to produce a clear, understandable compensation program. The company plans to use the traditional formula when calculating any employee’s overall compensation package; Compensation = Base Pay + Benefits + Incentives (Burleson, 2000). First, we plan on offering a compensation plan that is consistent with industry standards for that employee’s job position and level of skill. This will help the company to maintain external equity with its employees. The package will also include a cost of living raise every year that is not related to the employee’s performance or occupation. Secondly, we will offer a comprehensive benefits plan that will include items such as: Profit Sharing and 401K, Stock Purchase Plan, Medical Insurance, Dental Insurance, Sick Leave, Vacation and Holidays, Life Insurance, Long-Term Disability Insurance, Dependant Care Spending Account, Healthcare Spending Account, Adoption Assistance Reimbursement Benefit, Child and Elder Care Resource and Referral Program, and the Mental Health Chemical Dependency/Employee Assistance Program (www.southwest.com). 

The makeup of the benefits plan is designed to offer employees stability in their lives while also giving them reasons to stay with the company for the duration of their careers. Subsequently the benefits offered will be based on seniority and performance evaluations. Finally, the incentives program will encompass short term and long-term incentives that will include but not be limited to monetary incentives and incentives based on benefits. These incentives will change based on the employees position within the company. 

In order to help the company to evaluate employee effectiveness and performance, the company will conduct employee reviews at specific times for each employee. These reviews could be project based or could be done quarterly, based on the occupation of the employee. The employee’s direct manager will conduct the reviews. The purpose of the review will be to determine the effectiveness of the employee at performing the specified job. 

Conclusion

The pay system works in several ways in keeping with company values and industry standards. First, we will keep with, and exceed industry standards for compensation by applying our overall pay model to all occupations within our company. By constantly monitoring the industry through wage surveys, and then offering incentives to our employees on top of the base pay, we are challenging our employees to constantly strive to be above the standard. For example, the pay system will motivate the project superintendent to perform his/her best work by providing base pay and incentive programs that will work together to make the company successful, but also to make our superintendents among the best paid in the industry. Also, because our employees will be among the best paid in the industry, this will help us maintain the company value that deals with employee retention. Because employee retention is such a major factor for our industry, it is important for our employees to know that they are needed and wanted within our company. This employee compensation program should help in accomplishing that task, while at the same time motivating our employees to do their best work. One key to the program will be communication. Top executives emphasized the need to communicate clearly the “purpose, goals, and mechanics of the program, and to provide regular progress reports” (Romano, 33). The program will initially be communicated to employees at their initial orientation. The plan will be well outlined in the employee handbook, and all supervisors and managers will be prepared to discuss the plan with an employee at any time. 
Action Plan (part four) Internal Training Program focusing on meeting, presentation, and organizational skills. 

Purpose: Through our studies and research, we have found that skills involving communication are extremely important. Furthermore, through our talks with executives from some of the most successful construction companies in the nation, it has become very clear that good meeting, presentation, and organizational skills are key to success in our industry. Therefore, we would like to initiate a training program based on theses key issues. The benefits to training our employees are numerous. For example, it has been proven that training programs increase employee motivation and retention, and that companies that train can ultimately expect greater growth than companies not engaged in training. “Companies that distinguish themselves in the way that they hire and train experience growth rates of between 60% and 300% greater than their competitors” (Keating, 247). 

Action: In order to tie together the two important issues of retention and communications, we will implement an employee-training program. The focus of this program will be on communications skill, specifically those related to conducting a meeting, presenting information, and organizing information within our daily work schedules. These are all subjects that we feel, through interviews with executives and research, are important to the well being of our company and our employees. 

Training overview
Gaining expertise has traditionally been an on the job experience, meaning that it took a lot of time. More industry employers today are seeking to identify employees with managerial skills earlier in their careers. Most firms try to informally nurture promising employees as opposed to giving them formal training. Conversely, some employers are beginning to take note of the retention benefits that formal training may offer and prospective employees are beginning to look for formal training programs in the companies that they interview with. In order to set up training programs, most firms need the help of consultants. As a result, some companies are spending between 3% to 5% of their annual payroll on training (Rosenbaum, 30).

Training Program Specifics


Because we believe that training will allow us to enhance our overall work experience, we want to incorporate these ideals into our company atmosphere. In order to accomplish this, we will follow several simple steps. 

· First, we will identify the employees to be trained. Since the training will center on issues dealing with communication, we will focus on employees too whom communication is very important in their jobs. These employees will mainly be management level individuals. 

· Once these employees have been identified, we will notify the employees and will provide them with information, similar to what has been compiled here. The purpose of this information will be to provide some background knowledge on the importance of training in general, and then to convey the specific subjects of the training to be conducted. 

· Next we will bring in a consultant to meet with the employees. The purpose of the meeting will be for the employees to give the consultant ideas about their areas of interest concerning the training topics of meetings, presentations, and organizational skills. 

· We will establish a date for the training to occur. It may be necessary for the training to occur over several days, depending on the availability of the employees. 

· The location of the training will be in the boardroom of the corporate headquarters.

Conclusion


This has been a good assignment for several reasons. First, the entire process of performing this task has been an exercise in filtering a large amount of data into a small, detailed, and workable plan of action. Since we will be required to do this in our careers, it is important to develop the skills required to do that. Secondly, it has allowed me to gather my thoughts, as they relate to the subjects that the speakers covered. In going through this process, there are some important themes that have come to light. The broad topics of technology, strategic planning, employee recruitment and retention, and meetings skills are all extremely important to our business. The executives that I spoke with throughout this class and in my interview reiterated this fact again, and again. The common strand that ties all of these together is good communication. 


For example, much of the new technology that we utilize today is about facilitating efficient, and effective communication. These technologies, offer ways for us to collaborate on all levels thought the construction process. Also, a large part of strategic decision-making involves communicating the decision to the levels of the company that will actually put the decision into practice. If a decision of this magnitude is not effectively organized and communicated by management, the decision will become a moot point. Also, Drew Yantis said that holder Construction Co takes much the same position with its recruits that it does with its customers. They are engaged in communicating an impression about that company that is hopefully favorable. Finally, meetings are obviously the ultimate communications forum. From body language, atmosphere, and tone, to the presentation itself, meetings encompass many levels of communication. 


Since communication is such an important issue in the construction industry, and in all business, we should continue to develop our communications skills on all levels. Through looking at varied mediums for communicating, we can learn many things. We should continue to observe these different environments so that we can continue gain valuable knowledge that will serve us well throughout our careers. 
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