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PERSONNEL MANAGEMENT IN THE BUILDING INDUSTRY

Introduction

The construction industry is a very specific area of activity that — due to the diffe-
rences within construction and construction-related activities in its various subfields,
such as ground construction or transport construction - requires a specific appro-
ach in order to ensure proper operation of the personnel management department
in every construction organisation or company. Thus, to a certain extent, personnel
managers not only need to apply the human resources know-how, but at the same
time they have to use their analytic thinking as well as master the skill of predicting
future developments, i.e. of foreseeing with a high amount of probability the future
needs in the field of personnel management and the ways of meeting such needs.
We are speaking here about large and medium-sized companies whose strategic plan-
ning includes long-term contracts on construction works. In addition to the moni-
toring of phenomena associated with corporate personnel management processes,
personnel managers have to follow the general developments in the construction
industry, searching for any possible future deviations so as to be able to react quickly
(including the recruitment or dismissal of employees). It means personnel managers
of construction companies have to collaborate with the in-house sales and produc-
tion departments, where future construction contracts are negotiated.

1. Personnel management and its efficiency

Personnel management consists of two key components: practical implementa-
tion of human resources management measures and specialised scientific research
that deals with the question of how people who search for ways of achieving their
own objectives, that are not necessarily identical with the objectives of the organi-
sation or its managers, can be useful to organisations.
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Among others, personnel management may be defined as a discipline that con-
tinuously engenders innovative ideas using scientific findings and knowledge taken
from other disciplines, such as the enterprise management theory, organisation psy-
chology and management, law etc.

For several years, personnel management has experienced enormous internal
dynamics that is reflected in particular in new concepts, in the new content of old
concepts and in new procedures including the apparent transformations of industrial
relations that are becoming more and more flexible with the emergence of new IT
based tools. On one hand, such dynamics can be perceived as a positive phenome-
non; one the other hand, it shows some adverse features. What may be considered
positive is the high level of diversity of the new findings taking the form of proposals
and methods people come up with. Another positive effect is the swifter response
to the needs of markets, companies and employees. What can be seen as a negative
side is the latent risk of lack of professional approach as well as certain incongruity
in the field of acquisition of specific knowledge that could be even seen as jackleg
and desultory and may result in inadequate responses to new situations companies
may be confronted with'.

Personnel management strategy is a key strategy of an organisation. Its goal is
to formulate long-term complex goals for human resources management in order to
make the achievement of the organisation objectives feasible. Personnel management
strategy must be devised in a way allowing a swift response to any changes of com-
pany intentions and strategies and, last but not least, it must be able to meet specific
requirements of the company it represents. As a rule, personnel management stra-
tegies are based on so-called strategic planning, where individual strategic plans are
rated in terms of their priority by means of an explicit identification of their relation
to personnel management strategy.

Personnel management strategy deals with the target structure of human resour-
ces and resulting economisation measures within the composition of the company’s
human resources. As a rule, the strategy is developed in order to formulate the target
condition of the specific company or to specify individual time phases of its develop-
ment. The personnel strategy should provide answers to the following questions®:

« Which employees are considered to be valuable for the company from the point
of view of future requirements and what should be their field of qualifications?
« What should be the extent of investments into the employees’ development?

I H. Kasper, W. Mayrhofer, Persondlni management Rizeni organizace, Linde, Prague 2005, p. 340.
2 J. Styblo, J. Urban, M. Vysokajova, Personalistika, Wolters Kluwer, Prague 2011.
3 R. Kocianova, Persondlni ¢innosti a metody persondlni prdce, Grada Publishing, Prague 2010.
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Are the present qualifications of the current company employees adequate with
regard to specified development goals?

Is the company potential exploited in an optimal way and is its development ade-
quate?

Does the company invest adequate funds in human resources development and
does it monitor results?

Is the company’s performance level high and efficient enough to allow for incre-
ase in the rates of profit, productivity, quality and customer services?

Are individual spheres of activity such as structures, processes and systems of the
organisation able to cope with challenges to be encountered?

Does the company exploit its HR potential efficiently and with an emphasis pla-
ced on performance?

Taking into account their nature, corporate personnel strategy types have to be

able to specify and define individual intentions that correspond to the defined deve-
lopment trends adopted by companies. Their specific form is determined by the fol-
lowing variables*:

size of the company in question (small, medium-sized, large),

implemented personnel management strategy and its objectives,

personnel strategy types and emphasis on individual fields of activity,
personnel strategy structure,

overall rating of the organisation taken as basis for the development of person-
nel management strategy.

As the above variables indicate, the key areas of the development of personnel

management include the following items’:

corporate labour force formation,

employee development,

employee remuneration,

employment relations.

Primarily, personnel management strategy builds up on the corporate strategy

as its integral part. It is developed by the corporate strategy defining clear objecti-

ves and trajectories as well as future objectives of the company’s development. Per-

sonnel management strategy defines the personnel management policy including,
but not limited to, the best possible methods of their recruitment, exploitation and
development as may be necessary for the achievement of the strategic objectives of

4 Tbidem.
5 Ibidem.
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the company®. Taking such starting points into account, personnel strategy has to

set forth a straightforward scenario to achieve the defined objectives. The following

questions have to be answered when formulating individual personnel management

strategies’:

» Where are we at the moment?

o When do we want to achieve the defined objectives (breaking them down to
short-, medium- and long-term objectives)?

« What methods should be used to achieve these objectives?

2. Tools used to measure and improve personnel
management efficiency

Six different groups of approaches to personal management may be distinguished
based on findings published by various authors. Such classification always involves
a certain simplification as compared to the original descriptions; however, it provi-
des a good insight in what is considered the most relevant in each group. Moreover,
particular groups of approaches point out to specific philosophic grounds and pre-
vailing trends used to address given problems. They also draw attention to a specific
type of efficiency enforcement of personnel management and economisation®.

Pragmatic and instrumental approach

In the strict sense, this approach is typical of the exploitation of corporate eco-
nomic methods and tools in order to push through the desired company personnel
management objectives. A typical feature of this approach is the planning of person-
nel management activities and translation of personnel-economic facts into acco-
unting values, for instance through the use of controlling methods in recent years.
Another typical feature is that this approach largely exploits practical tools of per-
sonnel management such as site description, planning future labour needs or plan-
ning shift patterns’.

6 M. Sikyt, Personalistika pro manaZery a personalisty, Grada Publishing, Prague 2012.
7 R. Kocianova, op.cit.

8 H. Kasper, W. Mayrhofer, op.cit.

9 Ibidem, p. 341.
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Behavioural approach

This approach focuses on the analysis and study of human behaviour, especially
at work. Behavioural theory of personnel management together with management
theory have contributed since the 1970s to a substantial extension of subjects of eco-
nomic studies by accepting the possibilities offered by psychological modelling and
empiric research of human behaviour. In terms of personnel management, it focused
primarily on the American theory of organisational behaviour and related topics.
What is typical of this approach is the concentration on motivation as well as on the
management and behaviour theory within working teams'.

Political approach

This approach primarily compares the corporate personnel management stra-
tegy to the overall corporate policy strategy as a whole and harmonises them. On the
corporate level, it also addresses conflicts between the interests of employers and
employees represented by the company’s trade union council. Research issues defined
in such a way have been in the heart of a long-term discussion concerning functions
and organisation of company industrial relations as well as the legislation governing
the participation of parties in the decision making process. So called micro-policy is
another typical feature of the political approach, and it means viewing a company as
a battlefield where individual groups fight for their particular interests''.

Working, personnel-economic approach

This approach builds up on state of the art microeconomics methods. Its typi-
cal features include modelling and study of professional behaviour within organisa-
tions by means of economic (econometric) methods. A vital objective is the formu-
lation of specific recommendations concerning the set up of contractual terms and
conditions that are set forth for the definition of efficient working behaviour and
operation of the company in the framework of personnel management. This is the
model where the right incentives are set focusing on the inducement of the desira-
ble behaviour patterns'=.

10 Tbidem.
11 Tbidem.
12 Tbidem.
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Viewing the issue from a different point of view, we can add two more appro-
aches to the four stated above. They have been distinguished due to the fact that such
approaches may be classified based on the level of perception of how easily human
behaviour can be influenced by personnel management.

Linear-directive approach

This approach is based on the fact that the individual and collective behaviour of
employees may be efficiently controlled by the tools available to personnel manage-
ment. What is vital is the application of the “right” tools and incentives. The meaning
of the word “right” or perhaps “adequate” varies in individual cases being dependent
in a varying extent on one of the four approaches referred to above. This approach
is metaphorically compared to the operation of a “trivial machine”. The approach
envisages that a working human being behaves as a machine responding to certain
control impulses in a way that can be anticipated and he/she is able to work only
provided they have a supply of energy".

Systemic theoretical-constructivist approach

This approach completely differs from the previous one, where a worker is
an object of the management efforts and application of tools used by the mana-
gement. It is based on the assumption that an employee cannot be influenced and
managed. The person is believed to be in principle an autonomous unit that is resi-
stant to his/her environment trying to control him/her. In this way, he/she creates
the reality as a product of his/her own behaviour and decides whether he/she will
register and accept any such attempts to control him/her and what his/her response
so such attempts will be, if any. According to von Foerster, this approach is compa-
red to a non-trivial machine s behaviour'.

I personally identify myself with the first approach, i.e. pragmatic and instru-
mental. Nevertheless, attention should be paid to other approaches too, as efficiency
is an integral part of the economisation process that may take place at all levels of
the company’s operation; and the core objective of economisation should be mainly
reduction, efficiency improvement and quality improvement. That is why it could
be of some interest to follow the relation between personnel controlling, personnel
audit and economisation in order to improve personnel management efficiency.

13 Ibidem, p. 341-342.
14 Tbidem, p. 342.
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3. Characteristics of specific problems of personnel

management in the construction industry

Typical features of the construction industry that significantly affect personnel

management include the following:

1)

2)

Seasonal nature of construction works. The building industry depends heavily
on the period when individual construction works may be carried out. This is
why the volumes of construction work experience a significant decline in win-
ter months, as the construction is suspended because the execution such work
is not feasible. This affects personnel management as well as payroll policies. For
the sake of their own protection, some building companies take the following
measures:

o Reduction of the permanent employees headcount — during the less-
-productive winter period in order to avoid the waste of funds in the form
of payment of salaries and social and health insurance levies that may be so
high in some cases that they could lead to the liquidation of the company.
All types of companies take advantage of this model.

« Reassignment of workers to other works — some construction companies that
can afford to keep a permanent number of employees with regard to their
contract portfolio address this issue by transferring workers from one line
of business to another. This model is mostly chosen by large and medium-
-sized companies.

 Payroll policy optimisation during the less-productive time of the year within
the range of between 50 to 70 per cent as against the original amount of the
wages. As long as this less-productive period lasts, workers stay at home but
they know they will come back and get the previous salaries again. This model
is implemented primarily by large companies.

Spasmodic nature of the construction contract performance. Construction
companies often hand over contracts obtained following a tender to the human
resources and implementation departments that start the preparations with
respect to both necessary human resources and the work implementation time
schedule. It means that in addition to meeting process requirements, workers
with qualifications required for the given project have to be provided. However,
specific problems arise when:

o The contractor has suddenly suspended the launch of construction works —
having signed the contract, the company has hired qualified workers for the
specified project, complied with all technical requirements and included
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the contract in its time schedule and is ready to start the manufacture using
necessary production capacities reserved for the project.

« Insuch a case, the company finds itself in a dire situation, as despite the fact
that it made enormous efforts in order to win and prepare the tender, the
completion of the project is not sure. Possible factors generating such pro-
blems include the following:

— force majeure (EU funds payment rejected, defective tender proce-
edings),

— lack of funds on the part of the customer,

— other priorities on the part of the customer.

«  Workers with a limited or specific range of specialisation are supposed to be
reassigned to other projects — in some cases, it may be very difficult to have
properly qualified staff available for a certain project just because of their
scope of qualifications and professional experience. Should a project imple-
mentation be delayed, the affected company has to cope with two variables:
1. Is the worker in question to be paid his/her salary as long as the project
implementation is suspended while having him/her transferred to another
job not corresponding to his/her qualification if acceptable to him/her?
2. Is the working contract with the expert worker to be cancelled until the
launch of the works on the project, at the risk that the expert worker may
sign a contract with someone else?

« Highly specific requirements to labour - it is extremely difficult to specify
any general requirements workers have to meet with regard to the continu-
ously changing nature of construction works to be done. Thus, such requ-
irements are almost always dependent on the specification of construction
works. The diversity management deals with the specific potential of indi-
vidual workers. One of the tasks is to interconnect various skills of the staff
and needs of the company. Another task is to meet requirements of a socially
responsible company®.

3) Required professional qualifications of building industry workers start to
become detached from the needs of the building companies due to the constant
development of skills required from construction industry workers and techno-
logical progress. This is why staft have to undergo various re-qualification cour-
ses and training, due to continuously amended standards and regulations, inclu-
ding such professions as budget specialists or civil engineers who have to master

15 0. Némec, A. Surynek, The Age Diversity and the Diversity Management, in: ,,Journal of International
Scientific Publications”. 2013. v. 7, no. 1, p. 4-11.
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4)

5)

relevant standards and regulations as well as calculation formulas (taking into
account time and specified prices) as necessary for the appraisal of construction
works. Such calculation formulas are amended nearly every six months, depen-
ding on the new technologies and pricing procedures. (Two institutes, URS'"
and RTS" deal with the formulation of the single pricing policy for individual
companies and the monitoring of building industry development trends).

Building technology and system operators. The technical eligibility of construc-

tion companies keeps evolving continuously and their activities experience con-

stant innovation. This is where requirements concerning individual construction
workers, including re-qualification needs, stem from. They are based predomi-
nantly on occupational safety, see the Decrees of the Czech Occupational Safety

Authority No. 324/1990 Coll. on Occupational Safety and Safety of Technical

Systems Used in the Execution of Building Works'®.

a. Fora construction company to be competitive, it must re-train its employees
and invest a lot of funds in their professional development.

b. It is equally important to keep the building equipment state of the art and
implement innovative and more efficient technologies responding to the
dynamic developments.

Any building company can secure its high competitiveness standard only by

meeting the above requirements (i.e. paying attention to the human resources

and professional equipment).

Worsened working conditions. The building industry is highly demanding from

the point of view of the psychological resistance necessary for the performance of

construction works. This is why it is important for the human resources depart-
ment to develop such control mechanisms that would minimise possible losses.

Construction works that might be problematic include the following:

a. Works performed at height and vertigo - the company must always be care-
ful to select staff who can meet relevant safety (health) criteria as well as to
carry out regular checks at the construction site as required by occupational
safety regulations (alcohol etc.).

b. Tunnels and confined space anxiety (claustrophobia) —health examination
and psychological tests are needed.

c. Rescue of damages to environment, bad air at workplaces and its environs
~health care examination programme should be applied in time.

16 http://www.urspraha.cz.
17 http://www.rts.cz.
18 Cesky urad bezpecnosti prace, [online][7.9.2013] Available from: http://www.cubp.cz/predpisy.php.
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d. Hazardous waste handling and possibility of injury and intoxication — health
care examination programme should be applied in time.

e. Night construction works — bad visibility, change of the night/day regime
and resulting fatigue.

6) Responsibility of workers performing works. A group of construction workers
representing the contractor and investor (investor 's supervision) is held respon-
sible for the implementation of the construction works". The extent of responsi-
bility of these people does not lie only in the inspection of the completed works
and their quality, but it also includes the time schedule and heterogeneity of the
given investment project and the complexity of models, designs and programmes
resulting from the project documentation®, as every such project is unique.

7) Local dependency and variability of the project in relation to requirements of
legislative regulations. Any construction project encounters a number of com-
plications and challenges during the time of its implementation:

a. Stationary nature of the construction site — and the resulting need to transfer
the production factors to the construction site and conditions of the project
implementation at the given site:

— Remediation works (removal of mud from a deep pond, environment).

— Downtown building demolition (historic monuments, environment).

— Construction works performed above a metro station (obstructing trans-
port services).

— Reconstruction of main transport arteries (collapse of the traffic).

b. Requirements resulting from the construction works - requirements with
regard to technologies and materials associated with the construction pro-
ject.

19 Technical supervision includes control of the building site so that the construction company com-
plies with the technical implementation conditions and applicable laws; construction was performed well,
with respect to the budget and the completion date. Technical supervision also communicates through the
power of attorney with the relevant authorities. According to § 152 (4) of the Building Act No. 183/2006
Coll. ,Construction of buildings financed by the public budget”, performed by the building entrepreneur
as the contractor, the builder is required to provide technical supervision over the implementation of the
construction.

20 Project documentation is a set of two-dimensional diagrams and drawings supplemented by a text
description of such elements as buildings, machinery or other tangible objects for the manufacturing and
construction process. Typically, the drawings are drawn or printed on paper, but they may also be issued in
the form of a digital file. Drawings and plans are primarily used in architecture, civil engineering, industrial
engineering and planning. The purpose of project documentation in these fields is an accurate and clear
record of all geometric characteristics of the site, machinery, buildings, products or components. Drawings
may also have the purpose of presentation or orientation, and may record the previous (original) object sta-
tus. The main purpose of documentation is to show the real state of the place or object, or provide enough
information for builders or manufacturers for implementation of the project construction or production.
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c. Duration of the construction cycle — every construction project may be
described as lengthy as any of such project may encounter unpredictable
problems, for instance:

— changes of the customer s specifications,
— defective project documentation,

— landslides,

— archaeological findings,

— flooding.

d. Statements and positions of authorities identified as party to the building

permit proceedings:

— construction authority,

— railway inspectorate,

— Ministry for the Regional Development, and the like.

4. Conditions of personnel management in the building
industry resulting from the implementation of certain
measures

What is vital in respect of this item is the fact that almost every man likes to
mingle with other colleagues and the core aspect of such relations is friendship. The
following forms of working relations are taken into account:

« relations with colleagues,

o team work within the company department,

o team collaboration of departments at a specific workplace,

« team work and collaboration within the framework of the entire organisation.

According to Kourdi, the most important factor forming the engagement of the
staff is equality. Even if the value of success and friendship is high, this factor may
lower the engagement by two thirds. According to Kourdi, the discipline of employ-
ees is an index of the way the organisation is managed and how leadership is imple-
mented in the everyday managerial practice.

Individual personnel managers, who, among others, deal with the needs of their
employees, cannot comply with this theory, as both external and wider internal con-
ditions are in conflict with the intentions of the long-term and continuous care for
the employees and exploitation of their skills resulting from a high level of their loy-
alty and engagement.

The above deviation from the three factor theory is to a large extent compre-
hensible in the context of the current situation, when the economic performance
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of building companies is not satisfactory and some of them even record a loss. For
this reason, the top management has to focus on two basic approaches for the sake
of prospective prosperity*":

o reduction of costs through preventing situations that require the payment of
various fines and sanctions, prevention of damage and losses, identification
and elimination of excessive and useless costs (as a rule, overhead costs provide
an ample field of activity in this sense),

o improving productivity by the implementation of measures that improve the per-
formance of both operational and supporting units, exploitation of resources in
order to increase the value of available capital, material, personnel sources and
know-how.

Indices used for the evaluation of economic performance, not only in the buil-
ding industry, may be various financial analysis indices. However, the interpretation
of such indices is always conditional on the nature of the organisation. The turning
point analysis is a source of valuable knowledge that may be used in economic con-
siderations and survey of the sources necessary to improve productivity.

Figure 1. Turning point (profitability)
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21 ]. Veber, Management. Zdiklady moderni manaZerské pristupy vykonnost a prosperita, Management
Press, Prague 2011, p. 665-666.
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Thus, the problem of the building industry resides in the need to keep two trends
balanced: the saving trend due to the economic decline of the industry and the trend
of the maintenance of a good working environment at workplaces.

5. Outsourcing of personnel management services in the
construction industry

The building industry outsourcing is an organisational measure in which the
company specifies and puts aside individual auxiliary and supporting activities
(from the point of view of the general orientation) and hands their execution over
to an entity that specialises in such an area of activity. That means that the company
outsources the required performance by hiring an external contractor supplying
goods/services purchased in the market. The key reason for outsourcing is the effort
to cut down on costs and make the entire working process more efficient. This simple
definition of the outsourcing concept fully covers and characterises its content and
general meaning. However, given the topic of this paper, I should specify individual
reasons or situations that may induce a construction company to raise the question
why outsourcing should be the right way and how it can help enforce requirements
of economisation, optimisation and restructuring tasks and what is the role of out-
sourcing in the field of personnel management.

Reasons that lead individual building companies to outsource are basically sim-
ple: almost always they do their best to find the most economical and efficient solu-
tion leading to the competitiveness of the company. Phenomena directly affecting
the implementation of outsourcing in the building industry are of double nature:
a) economic and b) strategic.

The economic area, as I can unambiguously confirm based on my own expe-
rience, affects outsourcing and the economic outlock in general tends to prevail in
the building industry at the moment due to the current situation of economic reces-
sion (this paper was written in 2013), as restructuring efforts combine with outsour-
cing of activities. Companies outsource activities that do not contribute directly to
the generation of profit, such as activities associated with high costs or special acti-
vities that require a narrow field of specification or specialisation. The objective of
outsourcing is primarily to reduce costs. This category includes investments, human
resources and company operational costs.

Strategic level phenomena are characterised by strategic planning in relation
to future intentions and topical development in time. Such a strategy should be
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an integral part of the company’s personnel management system. As an example of
such strategic planning using outsourcing of service, I can mention the exploita-
tion of external resources in order to gain a competitive advantage. Building com-
panies fully outsource a part of their services and deliveries instead of doing the job
on their own. The chosen contractors dispose of qualified experts specialising in
various areas of supplies requested depending on current needs. This way, compa-
nies delegate problems that may result from their lack of expertise or unavailability
of workers due to sickness or leave, for instance. The resulting effect is a substantial
simplification of the managerial work in the field of coordination, responsibility for
the development and crisis management.

Below, I present several other examples that may have an immediate impact on
the implementation of outsourcing in the building industry for economic or stra-
tegic reasons:

« Lack of necessary specialist workers. The building company does not have the
sufficient number of employees available it needs for the implementation of deve-
lopment project. Available options include:

- make use of human resources agencies offering labour to be hired,

- make use of outsourced human resources from companies, tradesmen or

cooperatives that offer such services.

o Lack of workers in the region where the project is to be implemented. The
building company does not dispose of necessary number of employees it may
need for the implementation of a building project and labour market resources
are exhausted at the given locality. Options available are the same as in the pre-
vious case.

o The activity in question is not a part of the core competencies of the com-
pany. The building company does not dispose of qualifications and technological
competencies for the implementation of a specific project. A solution available
in such a situation is to hire a subcontractor company that specialises in a very
specific activity and can do the job.

o Incomplete exploitation of company’s permanent employees. Since 2008,
building companies have experienced quite high levels of variability of awarded
contracts® and a general change of the climate in the building industry. This is
why all building companies (not only in the Czech Republic) had to proceed to
restructuring and swift reduction of costs based on the optimisation or full eli-
mination of excessive costs representing a useless load. One of core optimisa-
tion measures was the reduction of the number of employees in certain trades

22 Ensuring construction contracts (private-state) for future periods. Usually, 1.5 years ahead.
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that had not been fully exploited. The outsourcing-based solution arises from

the following situations:

— It is more advantageous for the company to have a specific activity outsour-
ced for economic and practical performance reasons (here I have in mind for
instance external services such as bookkeeping, company assets management,
cleaning services, lecturing and the like) as such services are not needed con-
tinuously and they are not compliant with profile of the core competencies.
Anyhow, they show lower work intensity and lower levels of the exploitation
of staff and their qualifications.

— Human capital is of vital importance for the company. On the other hand,
it can be outsourced. For instance, despite higher costs of hiring external staft
for a specific period of time, it is more advantageous to lease high-cost and
specialised employees who cannot be currently exploited by the company
including such professions as highly sophisticated service providers, lectu-
rers, specialists in the preparation of operations, budget specialists, specia-
list engineers and the like than to keep such workers as permanent company
employees. Another advantage of this method is a more complex working
experience including various organisations.

o Reducing costs of marginal inputs. Present time, due to its the lack of stability,
brings attractive opportunities — residing in outsourcing of activities for mar-
ginal inputs - to the building industry. At the time being, there is an enormous
pressure at the supply side of the labour market and building companies are wil-
ling to extremely reduce their bidding prices. The building companies themse-
lves outsource some works and they do it several times during the implementa-
tion of the project. Doing so, they have a better chance to compare competitive
offers, choose the most advantageous ones and minimise their costs of marginal
inputs.

« Third party involvement method. This method is used prior to the beginning
of construction works and it consists in the selection of subcontractors who ofter
certain performance to the customer based on the delivery of service, material
and the like. Finally, it means that the contractor s company:

1) prepares a list of subcontractors who will participate in the project together
with the contractor s company,

2) the contractor’s company will sell parts of the contract to several other enti-
ties,

3) the contractor’s company will sell the entire contract to another company.

All of the above options result from the current situation of the building industry.

The prospects are unsure and savings play an important role. A solution may be the
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optimisation of individual capacities and, vice versa, if necessary, their upgrade by
means of the activation of other capacities in the form of sub-supplies. This model
is used by a number of building companies. After being awarded a contract in a ten-
der, they assign a part of the contract to subcontractors who meet their requirements
and do a part of the job for the contractor.

A disadvantage of outsourcing is the fact that it takes place in the same severe
economic conditions, where individual subcontractors come up with inadequately
low prices in order to just get the job (no profit, only to get the job) and they are wil-
ling to accept the responsibility for the project implementation. This is convenient
for many companies, as they have understood that inadequate fixed costs associa-
ted with permanent employees may be a considerable burden in the current turbu-
lent times.

The dependency on unreliable and costly contractors is a constant phenomenon
in the Czech building industry. We could even state that the current situation is even
more complex than at any given time in the past. It is true that there is an enormous
pressure because of the supply of building companies searching for contracts. On the
other hand, such contractors are forced to accept any job in order to secure their
cash flow necessary to cover costs of other building projects. Finally, it often hap-
pens that a contractor suspends works in a key phase of the project implementation
and the customer has no choice but to accept the requirements of the subcontractor
(e.g. increase the value of the contract, pay the invoices earlier). For instance, this
may happen shortly before the date of a supply to be executed by another trade (tech-
nological supplies, follow up construction works and the like). The subcontractor
threatens that they will withdraw from the contract (which could finally mean that
the project would be paralysed). This method is currently very popular and, let’s
admit it, effective. That is why it is important to take into account not only the price
when outsourcing a contract. One should pay attention to the quality, references and
records of the subcontractor as well.

According to Armstrong, there are three reasons to outsource some HR services
using external organisations:

1) cost saving — the HR costs will be reduced as the services are cheaper and HR
employees can be dismissed;

2) concentration of the HR staft’s efforts - HR department staffs are not distracted
from their key responsibilities that form up the goodwill of the company;

3) acquisition of more specialised services - the outsourcing method may provide
the know-how that was not available earlier on.
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On the other hand, a disadvantage is the full dependency of the company on the

supplies of services from suppliers who may escalate their financial requirements
and the decline of ethics.

Benefits of outsourcing may bring, but need not necessarily, include the follo-

wing:

The company will become more flexible (improvement of the quality of produc-
tion and services and “free hand” in terms of economy).

The company will make its internal activities more efficient (elimination of bure-
aucratic restrictions).

The economic performance of the company will improve (the ratio between costs
and revenues).

Outsourcing will be a contribution for the company and it will not affect its corpo-
rate culture (the company will select a portfolio of services to be outsourced).
Outsourcing will not disturb the links between the core competencies and func-
tional links (research, development, marketing).

The output of outsourcing for the company will be higher efficiency, better posi-
tion in the market and competitiveness (flexibility).

Transparent and accurate planning of maintenance and development costs.
Reduction of total management and coordination costs, elimination of hidden
costs.

Reduction of investment costs that could be converted to operational costs.
Transfer of risks to the contractors, in particular prevention of emergency situ-
ations.

Considerably more flexible response to new requirements and implementation
of new technologies.

Continuous availability of various specialists with no need to provide for their
development.

Simplification of conditions for mergers and reorganisations.

Maintenance of the state of the art technological platform without the need to
invest.

Guaranteed quality and standard of services.

Cash flow in case of sales of assets.

Disadvantages the outsourcing may bring, but need not necessarily, include:
Risk associated with the definition of the scope of services to be outsourced.
Need to trust and rely on the other party.

Loss of expert resources in case of major outsourcing scope.
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o Incapability to meet liabilities (lack of know-how) in case of full dependency
on outsourced services and the termination of the contract (loss of outsourced
staff).

Outsourcing imperatives associated with company management, e.g. appraisal of
company assets appraisal, may be defined in the following areas (Styblo, 2010):
« a philosophy based on mere reduction of costs cannot be a strategy,
o details on what outsourcing is expected to offer in the following areas:

— quality standard, flexibility, production,

— position relative to competitors — competitive situation,

— productivity, costs, revenues.

Conclusion

The construction industry is very demanding in terms of personnel management,
as it has to deal with special requirements stemming from the employment area. Such
special features of the building industry include: the seasonal nature of the building
works, spasmodic nature of works on individual projects, required qualification of
workers in the building industry, building technology and operations of systems,
requirements put on individual workers and their additional training in particular in
the field of occupational safety, worsened working conditions, high level of respon-
sibility of workers in relation to working procedures, local conditions and variability
of the project with respect to requirements of legislative regulations.

The problems of personnel management efficiency in the building industry can
be hypothetically solved, if the company succeeds to cope with and optimise two
conflicting tendencies, as contained in another hypothesis. The issue of the efficiency
of personnel management is addressed in the framework of sophisticated person-
nel management systems that include methodically sophisticated procedures and
inspection mechanisms. However, rather stable conditions are good for the imple-
mentation of the above. As for the building industry, conditions are rather variable
in time, though. Therefore, such conditions are logically associated with flexible per-
sonnel work systems. Finally, the challenge is to adapt the personnel management
system efficiency to the variable environment and make the management of building
industry personnel flexible.
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Personnel management in the building industry

The aim of the text is to present various approaches towards personnel manage-
ment in the building industry. The difference in the analysed approaches is partially
caused by the fact that sectors within building industry also differ substantially.
The paper is divided into five sections dealing among others with personnel man-
agement and its efficiency, tools used to measure and improve personnel manage-
ment efficiency and characteristics of specific problems of personnel management.
The principle methods of inquiry used in the text include literature study and
case study. The author stresses the fact that construction industry is demanding
in terms of personnel management, as it has to deal with special requirements
stemming from employment area, including: the seasonal nature of the building
works, spasmodic nature of works on individual projects, required qualification
of workers in the building industry, building technology and system operations.
The author concludes that due to constantly changing environment the building
industry uses flexible personnel work systems and that the challenge is to adapt the
personnel management system efficiency to the variable environment and make
the building industry personnel management flexible.

Keywords: construction industry, human resources, personnel management,
efficiency

La gestion du personnel dans lI'industrie de la construction

Lobjectif de ce texte est de présenter les différentes approches de la gestion du
personnel dans I'industrie de la construction. Les différences dans les approches
analysées sont causées en partie par le fait que les secteurs de I'industrie de la
construction différent sensiblement. Le document est divisé en cinq parties portant
entre autres sur: la gestion du personnel et son efficacité, les outils utilisés pour
mesurer et améliorer lefficacité de la gestion du personnel, les caractéristiques des
problémes spécifiques de la gestion du personnel, les conditions de la gestion du
personnel dans I'industrie de la construction résultant de la mise en $uvre de cer-
taines mesures, lexternalisation des services de gestion du personnel. Les méthodes
de recherches principales utilisées dans le texte comprennent létude de la littéra-
ture et [étude de cas (République tchéque). Lauteur souligne que I'industrie de la
construction est complexe en termes de gestion du personnel, car elle doit faire face
a des exigences particulieres dans le domaine de lemploi, y compris: le caractere
saisonnier des travaux de construction, la nature “spasmodique” des travaux sur



30

Filip BuSina

des projets individuels, les qualifications requises des travailleurs dans I'industrie
de la construction, la technologie de la construction, les exigences posées sur les
travailleurs et leur formation supplémentaire en particulier dans le domaine de la
sécurité au travail, l'aggravation des conditions de travail, le niveau élevé de la
responsabilité des travailleurs en matiere de procédures du travail, les conditions
locales et de la variabilité du projet pour respecter les lois locales. Lauteur conclut
que, en raison de lévolution constante de lenvironnement de I'industrie du béti-
ment, elle utilise les solutions flexibles dans la gestion du personnel. Le défi est
d’'adapter lefficacité du systéme de gestion du personnel a lenvironnement variable
et de rendre la gestion du personnel dans I'industrie de la construction flexible.

Mots-clés: I'industrie de la construction, les ressources humaines, la gestion du
personnel, lefficacité

anaBneHue nepcoHanom B CTpoutTenb(TBe

ITesb TeKCTa COCTOUT B MPEACTABICHNN PA3TNIHbIX OAXO0B K YIPaBIEHIIO
IIEPCOHAJIOM B CTPOUTEIbHOI MHAYCTPUN. Pa3HUIIBI B aHATM3UPYEMBIX IOXO/AX
YaCTUYHO OOYC/IOB/IEHBI T€M, YTO CEKTOPBI CTPOUTENBHON IIPOMBIIITIEHHOCTH
CYILIIeCTBEHHO OT/IMYAIOTCS APYT OT Apyra. CTaThsi BKIIOYAET B Ce0s MATD YacTell,
HOCBSII[EHHBIX, B YaCTHOCTY, YIIPAB/ICHNIO IEPCOHATIOM U €r0 3P PeKTUBHOCTH,
MHCTPYMEHTaM JCIIO/Ib3yeMbIM [l M3MepeHNs U yaydiieHns 3¢ dekTuBHOCTI
YIIpaB/IeHMsI TIEPCOHAIOM, Vi XapaKTEPUCTIKE KOHKPETHBIX TPO06/IeM CBSI3aHHBIX
¢ yupasieHueM nepcoHanoM. OCHOBHBIMM METOJAMM MCC/IEOBAHNUs, VICIIONb-
3yeMBIMU B TEKCTe, SIBISIIOTCS U3YUeHUe TUTEPATYPhl U METO[| KeilCOB. ABTOP
nogyepKuBaeT GakT, YTO CTPOUTEIbHASI OTPAC/Ib SIBJISIETCS 3aTPATHOI C TOUKU
3peHMs yIIpaBJIeHs IepPCOHAIOM, TaK KaK OHa CBsI3aHa C 0COOBIMMU TpeOOoBaHU-
samu B chepe 3aHIATOCTH, T.e.: C CE30HHBIM XapaKTepPOM CTPOUTENbHBIX paborT,
CKauKOOOPa3HBIM XapaKTepOM paboT 10 MHAMBUIYAIbHBIM IIPOEKTAM, KBaJIl-
bukanuaMu pabOTHUKOB B CTPOUTEIBHON MHAYCTPUY, CTPOUTETBHBIX TEXHO-
NOTVsIX ¥ QYHKIVIOHVPOBAHUY CUCTEM. ABTOP IIPUXOANT K BBIBOJY, YTO B CBA3K
C IOCTOSIHHO MEHSIIOIIEVICST CPeIOll CTPONUTENbHAS MHYCTPUS UCIIONb3yeT InOKue
CUCTeMbI PabOThI IEPCOHATTA, a 3a/ja4ell CTAHOBUTCS afanTariysi 3¢ deKTUBHOCTI
CUCTEMBI yIIPaBIeHNUs TIEPCOHANIOM K IEPEMEHUYMBOMY OKPY>KEHMIO U CIeNaTh
yIpaB/ieHie TIEPCOHAIOM CTPOUTENBHO MPOMBILIIEHHOCTI TUOKIM.

KiroueBble c/1oBa: CTpOUTENIbHAS OTPAC/Ib, YeJIOBEUECKIe PeCYPChI, yIIpaBIeHNe
HepCcOHANIOM, 3(pPeKTUBHOCTD



