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Abstract—The process of strategic personnel management
in such a socio-economic system as an enterprise should be
based on clearly defined goals and principles enshrined in the
provisions of the personnel policy. The personnel policy
developed at construction enterprises in Russia is mainly
declarative, not adapted to the goals of the enterprise and the
regional labor market environment, and is not a real guide to
making personnel decisions. The lack of clear criteria and
mechanisms for evaluating the effectiveness of the
implementation of personnel policy makes the task of its
development and implementation difficult, and the personnel
policy itself is divorced from reality. The absence of personnel
policies clear provisions that are the basis for personnel
decisions at all levels of the enterprise, greatly complicates
personnel management process. In this article, the author
stepped into a new plane of company management, which is
limited to three main elements of governance: involvement,
trust and tolerance. According to modern scientific research,
successful work of a company depends on its ability to respond
flexibly to all changes in the business environment, taking into
account the accelerating development of the industry as a
whole. For the company's rapid response to changes, it is
necessary to determine the relationship of personnel policy,
enterprise strategy and their implementation. Make it through
the author of the article offers an assessment of tolerance and
trust levels in the organization in relation to its employees. Of
course, the implementation of this approach requires very tight
detail of business processes in the company and the overall
presentation of guidance on the monitoring of the activities of
subordinates. Author's model of adaptive control of personnel
policy will take into account changes in both external and
internal environment.
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I. INTRODUCTION
According to statistics in the construction industry
employs about 7.6% of the total labor resources of the
Russian Federation. Currently, the issue of providing the
construction industry with competent personnel is very
acute. Today, almost every construction company in one
way or another is experiencing a shortage of personnel, not
only in relation to workers, but also in relation to
engineering and technical specialists.
In addition, the current problems in the staffing of the
construction industry are: - a structural deficit of certain
categories of workers; - the lack of graduates required
production practices; - discrepancy of quality of training of
skilled workers and the requirements of employers; - a sharp

reduction in the preparation of specialized professionals
both workers and engineering and technical specialties; –
lack of workers training; - reduced motivation and interest
(or poorly expressed interest) of graduates to work in the
construction industry; - irrelevance of educational programs
to modern technology and the lack of actual knowledge of
the teachers in the field of new technologies and innovative
materials.
Unfortunately, at present, employers experiencing
financial difficulties do not show an interest in improving
the skills of workers [1, 2].
So today is the urgent task of developing the concept of
adaptive management of the personnel policy of the
enterprise, which will automate the process of managing
personnel policy and its adaptation to the ongoing
exponential changes in the industry.
II. MATERIALS AND METHODS
The development and management of the personnel
policy of a construction organization is the general direction
of improving the forms and methods of working with
personnel, which is determined by the prospects for the
development of the economy, society and management
itself, designed for the long term development of the system
for working with personnel management.
The modern definition of personnel policy is as follows:
it is a process of continuous improvement of the system of
selection, training, promotion and placement of personnel
engaged in performing managerial functions at different
levels of construction management.
The personnel policy of the company is a holistic
personnel strategy that combines various forms of personnel
work, its style in the organization and plans for the use of
labor.
The basic principles of recruitment and placement
include:
1) selection of employees for their business skills;
2) high competence and compliance with the qualities of
the candidate as a control object;
3) the harmonious combination of useful qualities of the
manager and his closest aides;
4) the principle of communication of young, energetic
managers with experienced workers;
5) a combination of rights, duties and responsibilities of
personnel.
The introduction of all these principles would allow the
construction company to grow and develop, however, the
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accelerated pace of change in modern business processes
require applied tools.
III. RESULTS
If the labor resources of an enterprise are considered in
the context of accelerating development of business
processes, then timely adaptation of the personnel policy of
a construction enterprise to the exponential changes taking
place in the industry will allow improving the management
efficiency of the construction enterprise as a whole.
That is, it is required to develop an information model of
the personnel policy of a construction enterprise, which will
have the following main characteristics:
• the model will allow to establish the dependence of the
personnel policy on the strategic goals of the construction
enterprise;
• the model must be invariant: the model must be
applicable in different subject areas;
• the model should take into account the problem of
personnel search and ensure the balance of the renewal
processes and preserve the numerical and qualitative
composition of the staff;
• the model should allow to follow the process of receipt
and processing of information about staff units and
applicants;
• the model should influence the various directions of
work with personnel.
To develop such a model, it is necessary to turn to
determining the place of personnel policy in the process of
the construction organization functioning, and this process
should be started with the formation of a personnel policy
structure: 1) employment policy - providing the organization
with highly qualified personnel and rotation support; 2)
DEVELOPMENT POLICY - creating the conditions for
raising the qualification level and promoting employees; 3)
PAYMENT POLICY - the formation of a competitive
system of employee remuneration based on performance
assessment; 4) SOCIAL POLICY - implementation of the
organization’s social program; 5) LABOR RELATIONS
POLICY - establishing procedures for resolving labor
disputes [3].
Next, you need to determine the relationship of
personnel policy, business strategy and its implementation.
For this it is necessary to build a chain of sequential actions
to form: 1) the organization’s missions - 2) the
organization’s goals - 3) personnel policy - 4) personnel
strategy - 5) personnel programs. Moreover, it is important
not only to step by step implement this logic of the stages,
but to take into account in each of them the influence of the
external and internal environment of the organization. It is
also worth noting that today at any stage it is necessary to
take into account the cultural factor, since it is considered
one of the key success factors of a construction company.
The structure of the company must be complemented by an
organizational culture, which refers to the “software” of
people working in the company (while the organizational
structure is their “hardware”). In order for an organization to
work efficiently, the hardware requires the appropriate
software, and the software, in turn, requires the appropriate
hardware. This makes culture (“software”) an essential

factor for business success. Establishing the right culture is
key to supporting long-term innovation success [4]. It is no
accident that large global companies are pushing employees
to devote 20% of their time to working on their own ideas
using corporate resources, including appropriate tools,
databases, assistance from technical support teams and
financiers. In this trust-based environment, employees can
develop their initiatives, gaining more and more support
from the company if their ideas turn out to be really
promising. "... Innovations are born when the team works
harmoniously - it makes no sense to wait until some new
Einstein works for you ..." [5, 6].
As a result, the most productive innovative cultures
correspond to the key characteristics listed in Fig. 1.

Fig. 1. Key attributes of a synergistic innovation culture

In this web of relationships innovative culture attributes
special place is occupied by: tolerance, trust and
involvement. Consider each one of them in more detail.
1) Engagement. Construction companies must be
prepared for the fact that unforeseen circumstances arise
more often. In order to timely and adequately respond to
changes, employees must be passionate about their work.
Enthusiasm translates into interest, commitment, willingness
to give all the best and show initiative.
2) The trust. One of the main factors to increase
employee dedication to their work is trust. In the absence of
trust, development is slow, and employees, whenever
possible, try to avoid responsibility. Moreover, today we
cannot do without “speed” and “initiative”!
In the military, cardinal changes affected not only
weapons systems, uniforms and communication devices, but
also the “battle philosophy”. In 1830, Karl von Clausewitz
wrote that the generally accepted at that time centralized
command structure of troops could not cope with
unexpected changes in conditions that were taking shape
directly on the battlefield. He suggested that in an
exacerbation of the situation, to give lower-ranking officers
participating in the battle the freedom to make decisions and
direct actions. In addition, Clausewitz recommended the
creation of smaller maneuverable units and stressed the
importance of dispelling the “fog of war” through
intelligence [7, 8, 9]. His ideas are still used by modern
armed forces. Although entrepreneurship should not be
compared with military actions, the army’s experience can
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teach something about business management in the face of
uncertainty.
The famous Dutch footballer Johan Cruyff once said:
"Football wins are gained in the head, not on the pitch."
Trust is like a motor lubrication. It speeds up the decision
making of an organizational machine, stimulates learning
and knowledge sharing. Trust also feeds engagement - the
most important ingredient of any success, whether in
business, personal life, study or sport. Its value increases in
turbulent environments where speed and flexibility become
key factors. In an era of acceleration, management requires
involvement, and in the future, trust will become one of the
most important driving forces for effective organization
work [10, 11].
3) Tolerance. Time requires constant growth of
employees' qualifications, timely rotation and corresponding
continuous professional development. The experience of
successful companies indicates that achieving high results is
mainly achieved through reaching a qualitatively new level
in the organization of work with personnel that need to be
cultivated in the organization itself, ensuring its high-quality
professional, intellectual growth, creative initiative, shaping
a corporate culture modern requirements. That is, the most
important means of activating intellectual potential is, using
management, to create conditions that would facilitate the
identification and development of abilities and opportunities
for their disclosure and use. This process involves the
tolerance of the head, the innovative activity of the head of
innovation in management, aimed at creating conditions for
the development and realization of the intellectual potential
of employees in order to ensure the development of the
organization in a competitive environment [12, 13, 14].
Tolerance in personnel management contributes to the
creation of a new model of corporate culture, which
minimizes the negative effects of work conflicts, establishes
relations of cooperation and mutual understanding, reduces
social tensions, brings together the interests of the employee
and the organization. In the end, tolerant relationships
contribute to fully unleash the intellectual potential of
workers and ensure the competitiveness of a construction
company.
IV. DISCUSSION
However, organizational trust cannot be absolute. It is
not a gift. Trust must be supported by a zero tolerance
policy. Violation of the “rules of engagement” —a limited
set of basic rules that are adopted in a team or organization
— is a very serious offense. Consequently, trust-based
management requires monitoring — or, as Deming put it,
verification [15, 16, 17]. And yet, the construction company
should be repelled by trust, and not by distrust or
comprehensive control. Checks are needed to be able to
make sure that the parties understand each other and there is
a solid foundation for further confidence building, but they
must wear a monitoring format. Moreover, the Monitoring
itself should also undergo changes: following the accepted
rules will become more consistent, interactive, using direct
feedback, which will have “clear” boundaries.
Management based on trust cannot be called soft: it is
carried out without ambiguity and does not give indulgence
to violators. However, the goals of trust-based management

are obvious: it aims to grow and improve the team by
stimulating engagement. Involvement in this case will
represent a combination of the following categories: 1) the
degree of autonomy; 2) a clear and shared goal; 3)
compliance with the required and available competencies; 4)
thanks for the contribution of the employee; 5) involvement
in decision making; 6) mutual trust. If a team really builds
its work on trust and commitment, then it will be ready to
accept new non-standard views, and its members will
understand that these views can pave the way to new
discoveries and ideas.
Moreover, in the new era, the combination of “low
confidence” and “high tolerance” becomes even more risky
(Fig. 2).

Fig. 2. The relationship of trust and tolerance [2].

A “low level of trust”, involving the use of a variety of
control tools and conducting various audits, slows down the
decision-making process in a company, increases costs, kills
involvement, and often makes it difficult to cooperate and
share knowledge. At the same time, management has to put
up with the fact that employees find independent
opportunities to bypass bureaucratic obstacles, fulfill their
duties and support the work of the company as a whole. As a
result, deviations from the requirements and recommended
procedures become more or less acceptable. The
combination of a “low level of trust” and a “high level of
tolerance” often creates a dangerous illusion of management
control.
V. CONCLUSION
Since trust, tolerance and employee involvement will be
key factors for the future success of an organization, a
modern manager should pay particular attention to these
categories when creating an innovative adaptive culture of
the company.
The main theme of management control can be - as often
happens - "the organization of distrust", that is, the
protection of the organization from unwanted actions. The
emphasis in this case is placed on what is permitted, while
everything else is banned.
Thus, management control is used as a protective
mechanism, but it can also imply a “trust organization”,
thereby giving employees the right to act, and this has a
beneficial effect on their level of involvement. Here, the
focus is on the unlawful, while everything else is considered
acceptable if the decision making point is the company's
global mission. That is, in an innovative culture,
management control is used to “take the best from people”.
Between these two extremes there are many options.
Nevertheless, the transition to a new model of adaptive
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management of personnel policy of the company seems
necessary in the new era.
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