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About Baker Tilly 

>Grown organically over the years from a regional Midwest accounting firm to one of the 15 

largest firms in the U.S. by broadening our service offerings and expanding our geographic 

presence to meet the evolving needs of clients.

National reach Strong Wisconsin presence
> Nearly one-third of Baker 

Tilly’s team members work 

out of our Wisconsin offices 

in Appleton, Janesville, 

Madison and Milwaukee

> Nearly 850 professionals 

including more than 70 

partners 

Nationally recognized top 15 accounting firm
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The reality



Global growth
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U.S. population growth

Source: US Census Bureau



August 2018 construction employment

Source: AGC of America



Unemployment rate

August 2018
> National 3.9%
> Hawaii 2.1%
> Georgia 3.8%
> Alaska 6.7%

Source:  Department of Numbers



Economic growth



Construction economic growth

July 2018 construction spending
>Public construction: 5.4% higher than 2017
>14% transportation construction
>3.6% highway construction
>Private construction: 5.2% higher than 2017
>9.4% improvements
>8.5% multi-family

Source: AGC of America



The need: Skilled workforce

Contractor concerns:
>41% worker shortages

>56% impact of shortage on health and safety

>39% increased competition

Labor forecast:
>81% predict worker shortages will remain tight, or get worse

>93% of contractors plan to increase headcount

3
Source: Sage/AGC Survey, 2018



The equation



The reality



Why? We are old

% in 2017 workforce

16-24 25-44 45-64 65+



Why? We are NOT diverse

2017 employment
>88.8% White
>29.8% Hispanic
>6.1% African American
>1.9% Asian
>9.1% women



Why? No pipeline of talent

>College for all
> “Low” myths
>Tribal culture
>Untapped populations



Solutions for contractors



Workforce = Economic growth



The roadmap to workforce solutions

Source: Opportunity America 



Influence Policy

> State WIB, appointed by the governor, makes 
state workforce policy and ensures local 
compliance with federal mandates 

> Local WIB makes workforce policy for its region 
and oversees local one-stop centers that 
provide training and employment services 

> Board members represent employers, unions, 
community-based service providers, 
educational institutions, government economic 
development agencies 

> Local WIB decisions include who should get 
priority for service, how much money is 
available for training and what schools or other 
entities are qualified to receive funds for 
training 



Hire workers and get reimbursed

www.careeronestop.org/LocalHelp/WorkforceDevelopment/find-workforce-development-
boards.aspx



2018 DOL and DOE workforce funds

>Workforce Innovation and Opportunity Act (WIOA) = $2.7B
– Reimbursement for employer-driven, work-based training 

» Adult
» Dislocated worker

» Youth

>American Apprenticeship Initiative = $95MM
>Native American Programs = $50MM
>Ex-Offender Activities = $88MM
>Youth Build = $85MM
>Career & Technical Education (CTE) State Grants = $1.1B
>NEW: Women in Apprenticeship and Nontraditional Occupations (WANTO) 



Workforce Opportunity Tax Credit 
(WOTC)

Federal tax credit for employers designed to help people gain   
on-the-job experience and achieve better employment outcomes. 
Up to $2,400 per new hire
> High school students 
> Job corps participants 
> Currently or previously incarcerated 
> High school and post-secondary dropouts 
> Veterans 



Pre-apprenticeship is…

>Designed to prepare individuals to enter and succeed in Registered Apprenticeship (RA) 
programs

>A documented partnership with at least one RA program sponsor 
>Expanding the participant's career pathway opportunities with industry-based training 

coupled with classroom instruction



(ETA) Pre-apprenticeship framework

>Approved training and curriculum 

>Strategies for long-term success
– Recruitment to under-represented populations

– Educational and pre-vocational services (ESL, Math, etc.)

– Assistance in exposing participants to RA programs

>Access to support services (Workforce Development Board Partners)

>Promotion of RA to employers as means to developing skilled workforce

>Hands-on training through simulation (construction lab) or non-paid work experience

>Formalized agreement of articulation with RA (Bridging)



Youth apprenticeship

Youth apprenticeship
> Connects school-based and work-based learning 
> 180 hours of technical related instruction
> 450 hours of mentored, on-the-job paid training 



Partnering with educators

How can we give more high school students exposure to the 
operating engineers career and prepare them for accelerated 
entry into our apprenticeship program?



Workforce development action plan

Influence workforce policy
>Utilize your state and local workforce board to:

– Hire workers
– Youth
– Re-entry
– Veterans
– Unemployed/underemployed

>Get reimbursed for work-based training or an apprenticeship program
>Partner with educational institutions to reach your future workforce



Nearly 40% of internal job moves 
made by people identified by their 
companies as “high potentials” 
end in failure.

Harvard Business Review

84% 
of talent management professionals
agree that demand for high-potential 
employees has increased in the past five 
years due to growth and competitive 
pressure.

47%
believe their current talent 
pool does not meet their 
needs. 

Source: UNC Kenan-Flagler Business 
School Study

65%
are not confident in their ability to fill 
mission-critical roles.

Source: UNC Kenan-Flagler Business School 
Study

Organizations agree… 
identifying high-potential 
employees is important, yet 
only 9% said they had a 
systematic process in place to 
identify them. 

Making high-potential criteria 
measureable can be 
invaluable… offering non-
emotional measurements to 
managers and senior leaders, 
many of whom may be 
“championing” candidates. 

Source: UNC Kenan-Flagler 
Business School Study

In the next 15 years, 75 
million baby boomers will 
retire. 
That’s an average of 10,000 
people leaving the workforce 
per day.

Pew Research Center

85% of North 
American and Asian 
companies felt they 
did not have enough 
qualified successors 
in the pipeline for key 
leadership positions 
(Harvard, 2013)

85%

Is retention important?



The reasons why

>It will get tougher to find qualified workers
– 45% of contractors are having a hard time filling key professional positions 
– 65% of contractors believe it is or will become harder to hire qualified professionals 

>People are your most valuable asset
>They are responsible for your business results and competitive advantage
>You must provide training in order to meet the needs of our industry and as an incentive 

to retain your workforce 
>Our industry is changing   

Source: Computer Guidance Corporation



Are managers the future leaders?



Leader vs Manager

Managers

Appointed 
to role The ‘boss’

Rely on 
position to 
influence 

others

High 
performer

Leaders

Chosen by 
constituents

Earned 
role, not 

appointed

Motivate 
action to a 

goal
High 

performer



Source:  High-Potential Management Survey, Corporate Leadership Council, 2005

High performers are not always 
high potentials…

… But, high potentials are 
mostly high performers

71% of high 
performers are 

not high 
potentials

29% of high 
performers are 
high potentials

93% of high 
potentials are

high performers

7% of high 
potentials are 

not high 
performers

High potentials
Not high potentials

High performers
Low performers

Performance and potential



What is leadership potential?

Your capacity and interest to develop the qualities required for 
effective performance in a significantly more challenging 
leadership role.

Source:  Seven signposts: The unmistakable markers that identify high-potential leaders.  By Bruce Sevy, Vicki Swisher and J. Evelyn Orr. 



Korn Ferry framework & leadership 
potential

Competencies Experiences

Traits Drivers

Source:  Korn Ferry



Dimensions of talent

Degree of match 
to specific 
business 

challenges and 
organizational 

culture

Effectiveness 
against 

challenges of 
specific future role

Capacity to 
develop into an 

effective 
performer in 

higher level roles

Effectiveness 
against 

challenges of 
current role

Current and past 3-5 years or more Immediate to 24 
months

Immediate

PERFORMANCE
Current role

POTENTIAL
Future role

READINESS 
Next role

FIT
Specific role



What about compensation?



Why compensation?

Workforce 
retention

• It will be increasingly hard to recruit new 
talent

Organizational 
effectiveness • Incent desired results or improvements

Management 
succession • Incenting leaders to meet strategic goals

Ownership 
transition

• Potential funding source for ownership 
transition



Total compensation

Total 
compensation

Base 
salary

Short 
term 

incentive
s

Long 
term 

incentive
s

Benefits

Culture



Compensation 101

What is the goal?

Recruit Reward Retain

C
om

pe
ns

at
io

n 
st

ra
te

gy

Base salary

Short term incentives

Long term incentives

Benefits

Culture



Medical, dental and vision
Supplemental life and AD&D
401(k)
Short and/or long term disability
Dependent life
Casual days
Supplemental long-term disability
Adoption benefits
Flex time
Financial planning services
Long-term care

“Employers need to greatly increase non-
monetary benefits such as flexible work 

schedules, telecommuting and 
employee/career development in the next 

three to five years to meet workforce 
demands”

~ 2018 Future of Work and Rewards report by 
WorldatWork

Benefits

100%

60-80%

>50%



Employee development: Are we keeping 
up?

$1,195/ employee or 3.6% of 
payroll is national average all 
industries spend on training 

30.3 hours/year

Top 3 content areas 
• Managerial/supervisory 
• Mandatory/compliance (licensure) 
• Process/procedure/business practice 



Why projects fail

>Poor leadership at any and all levels
>Failure to adequately identify, document, and track requirements
>Cultural and ethical misalignment
>Misalignment between project team and business/organization it serves
>Inadequate communication, incl. progress tracking and reporting
>Inadequate or misused methods
>Inadequately trained or inexperienced project managers
>Failure to set and manage expectations
>Poor plans and planning processes
>Poor effort estimation



Culture

>Culture and employee engagement are two of the most 
important issues faced by companies and key to recruiting and 
retaining key employees  

>Some companies utilize weighted performance and core value 
criteria in compensation scoring

>Core values align with the mission and desired culture  

Overall Weighting Weight

Performance 75%
Values 25%

100%

Performance Weight
Operations 15%
Financial 40%
New Business 10%
Employee Development 10%
Customer Satisfaction 15%
Self Development 10%

100%

Values Weight
Integrity 25%
Respect 20%
Passion 20%
Teamwork 15%
Responsibility 15%
Stewardhip 5%

100%

Overall Weighting Weight

Performance 75%
Values 25%

100%

Performance Weight
Operations 15%
Financial 40%
New Business 10%
Employee Development 10%
Customer Satisfaction 15%
Self Development 10%

100%

Values Weight
Integrity 25%
Respect 20%
Passion 20%
Teamwork 15%
Responsibility 15%
Stewardhip 5%

100%



Incentive compensation

Ownership

Long term 
incentives

Short term incentives

Base salary



Incentive compensation best practices

Formula-based award (vs. discretionary)

Benchmark against industry-related surveys

Align with strategic plan

Funded on net profitability to preserve operating equity

Transparency and communication



Connect with us

02

Laura Cataldo, Senior Manager
608 204 2488
laura.cataldo@bakertilly.com

Laura Cataldo is a senior manager with Baker Tilly and works 
with construction related firms of all sizes to evaluate business 
practices and assist with management challenges. Laura 
offers a depth of experience working with contractors to 
improve profitability and succeed in the changing marketplace.

Contact information

bakertilly.com Baker Tilly Virchow Krause, LLP @BakerTillyUS


