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An important feature of the potential of modern enterprises is their informatization, which
is closely related to human resources. The value of human resources is determined by the
streams of information they generate in the process of management. The current post-
crisis state of the economy gives special importance to the issue of the practical application
of methods of improvement of personnel management that enable the company to achieve
its strategic goals. Human resources are the most important part of every enterprise. With
transformation by the rules of 4th Industrial revolution, human is more important than
ever. Most of the public has an opinion that complete automatization of manufacturing
process and other organizational tasks within the enterprise might result in losing the jobs,
but the reality is complete opposite. Jobs won’t be lost but they will go through certain
transformations which must be accepted. Resistance to change is the biggest obstacle
within the enterprise floor and, besides financial investments, it might slow or break the
transformation process. New working positions will demand more complex tasks, while
manual work will be completely automatized and simplified. Human takes the control of
the process and improves it with knowledge available. Know-how will be the key factor of
success at the market. Decision making will be decentralized with vertical and horizontal
integration within the organizational system. Human must learn how to work, but also
how to communicate in new working environment. The human-human, human-robot
and robot-human relationships will be normal everyday activity, but with overall
automatization and robotification of the process, human must feel safe and motivated.
That will result in the new and innovative ideas, possibility of continuous improvement
creates greater value. The article provides a list of the latest technologies used within the
concept of Industry 4.0, analyzes the implications of the implementation of Industry 4.0
for personnel management practices, investigates the achievements of the Interpipe Steel
plant as benchmarking, and proposes implementation of a system of automation of HR
processes in metallurgical enterprises.
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processes, 1T-solutions.
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Introduction

Today our state is undergoing a socio-economic
transformation, so one of the urgent tasks of
management is to justify and implement innovative
methods of personnel management. It is important
because the effective work of an enterprise as a whole
depends on effective personnel management system
[6, p. 99].
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In contemporary conditions, Industry 4.0
enables to collect and analyze data faster and more
efficiently, while producing goods of higher quality
at lower costs. This, in turn, improves productivity,
promotes industry growth, and changes the profile
of labor, thereby increasing the competitiveness of
businesses and countries. There are main drivers for
the transition to Industry 4.0: the possibility to
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integrate and improve the management of horizontal
and vertical value chains; digital technologies and
the interconnection of goods and services (Internet
of Things/ Services); new digital business models
that offer to consumers significant additional value
through customized solutions.

Formulation of the problem

In recent years, there were processes of
technological transformations that led to the
transition to a qualitatively new level of business
technologies in the conditions of digitalization of
the economy. The development of digital economy
was strongly influenced by globalization and
innovative technologies. The main vector of the
development of digital economy is the interaction
between consumers and producers not only within
one country, but also in the whole world, which
provides growth of GDP, labor productivity,
employment, deepens innovative processes in all
sectors of economy to improve the quality of life.

Analysis and research of publications

The issues of personnel management were
addressed by many Ukrainian and foreign
scientists, such as I. Ansoff, F. Becker, M.
Meskon, G. Schmidt, D. Bohynia, M. Bilopolsky,
L. Balabanova, M. Polishchuk, V. Savchenko, A.
Kravchenko, A. Kibanov, and others. Specific aspects
of personnel management that are related to the
implementation of Industry 4.0 were investigated in
the works of A. Malik, M. Trsteniak, J. Enka, N.
Ahmad, F. Heckalau, A. Bulte, A. Tserik, and
others. In Ukrainian scientific literature, the
discussion of these issues is still on the early stage,
and so they require careful study and analysis.

The purpose of this article is to find ways
to overcome the problems of personnel management
on metallurgical enterprises in the system Industry
4.0.

Statement of the main material

We live in the age of the end of the third,
digital revolution that began in the second half of
the last century. Its characteristic features are the
development of information and communication
technologies, automation and robotization of
production processes. For the first time, the Industry
4.0 program was launched in 2011 at an industrial
exhibition in Hanover, where the German
government set the task of expanding the use of
information technology in manufacturing. A highly
professional team consisting of representatives of
business and state worked in this direction to create
a program of modernization of industrial enterprises
of the country. The purpose of the program was to
preserve and increase the competitive advantages of
the enterprises of the country. The features of
Industry 4.0 are fully automated production, with
all processes managed in real time and according to

changing external conditions. Cyber-physical systems
create virtual copies of physical world objects, control
physical processes, and make decentralized decisions.
They are able to connect to one network, interact in
real time, self-adjust, and self-study. An important
role is played by Internet technologies that provide
communication between staff and machines.
Enterprises produce products according to the
requirements of the individual customer, optimizing
the cost of production [3, p. 85].

Experts point out the basic technologies that
are expected to lead to revolutionary changes: the
Internet of Things (IoT), the Industrial Internet of
Things (11oT), digital ecosystems, Data Driven
Decision or Big Data, complex information systems
that are open to customers and partners (digital
platforms).

Industry 4.0 imposes on human resources
management considerable challenges since it
increases demand for a qualisted staff equipped with
broad sets of competencies. They indicate that with
the spread of Industry 4.0 knowledge is becoming
increasingly important, employees should have
comprehensive technical skills to switch from
nowadays operational tasks to more strategic ones
in the future, or digitized processes require staff with
coding skills. Concerning methodological
competencies, the fourth industrial revolution
requires employees who are: able to identify the
sources of deviations and to improve processes, know
how to structure and examine large amounts of data
as well as able to use reliable sources for continuous
learning in their changing workplace. With regard
to social competencies, an employee in Industry 4.0
should understand different cultures and divergent
work habits. Moreover, more complex tasks and
plattened hierarchies require from individuals
leadership features/qualities. Finally, we stress the
importance of personal competencies such as
ambiguity tolerance, blexibility, motivation to learn,
ability to work under pressure, sustainable mindset
and compliance, etc. [3, p. 85].

Possible factors of influence that may be
experienced by major HR practices on the path to
Industry 4.0 are given in Table 1 [9, c. 9].

Therefore, a prerequisite for increasing the level
of labor potential in the process of the
implementation of Industry 4.0 is improvement of
the skills of the staff aimed at the ability to respond
in time to changes in the conditions of work with
digital processes and preservation of jobs during the
stage of socio-economic transformation.

Metallurgy is one of the industry leaders in the
implementation of information technologies. Of
course, automation and various IT solutions must
be accompanied by the development and
implementation of a unified operational
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Table 1
Implications of Industry 4.0 for HR Practices
HR Practices Changes due to Industry 4.0
L Skills and knowledge of workers may become irrelevant and this means that job design must keep
Organizational . . . . . . . .
desion adapting so that it incorporates the right skills of workers i.e. more technical skills as required for the
£ machines they control or create

More technical tools will be used in recruitment and selection like for example artificial intelligence to
Staffing . . .

select applications, some also expect full automation of selection
Performance |More use of Big Data to assess people’s performance for example with biomedical data or from the
management machines they control. This requires managers to have knowledge of HR analytics
Training and [Mismatch of education and job requirements leads to the necessity of more training on the job to gain
education the right knowledge for the function
Reward More flexibilization and individualization of rewards through for example cafeteria points
management

directives. This allows supporting the unification of
products, specifications and technologies, the
integrity, completeness and actuality of
information. The proper management of a single
database affects all departments and business
processes: planning, inventory management,
production management, budget planning, cost
calculation, labor management, etc.

There is stable high demand for Enhanced
Resource Planning (EPR) systems in the Ukrainian
market. The segment of big companies is only 30%
saturated with these technologies. However, the sales
of ERP systems are increasing every year, given that
the share of ERP solutions in the Ukrainian market
now amounts to almost 13%.

As a rule, metallurgical enterprises use solutions
of such large companies as Oracle, SAP, IFS and
others. They quickly become accustomed to the use
of these solutions and adapt their production
processes and people.

Industry 4.0 is just appearing in UKkraine.
However, «Zaporizhstal», Mariupol Metallurgical
Industrial Complex, “Arcelor Mittal Kryviy Rih”,
and other industrial complexes have long been
introducing modern automated systems of the control
over technological processes and creating conditions
for the next round of innovations.

As an example of benchmarking, let us consider
the achievements of the metallurgical steelmaking
plant Interpipe Steel (Dnipro). Interpipe Steel has
was the first company to launch large-scale digital
transformation programs for its production. The
world leader in pipe and wheel manufacturing has
already implemented a number of digitization
projects: vertical and horizontal integration, asset
management and maintenance, and many digital
services in logistics, sales and personnel
management. Equally important for the development
of Industry 4.0 is the achieved level of financial and
economic indicators, social, educational and sectoral
projects of Interpipe Steel. The set of these directions

forms the national benchmark - the level of
development that is recommended for all industrial
enterprises. The company «Interpipe»
implemented the project IT-Enterprise. EAM, which
helps in automatic management of basic production
assets [2, p. 44].

With respect to the characteristics of «digital
staffs and its difference from ordinary staff, the
following technological changes introduced by
Interpipe Steel are important:

— the widespread use of smartphones and
special mobile devices to perform work tasks (for
example, reading or entering product data for tracking
purposes);

— the use of data through applications available
in Internet of Things;

— the use of applications for online access to
information with voice control and Smart Glass;

— the provision of additional online services
for staff (for example, information on vacations and
facilities to initiate internal office documents).

These changes took place from 2014 to 2019
and are still ongoing. The whole transition from
«implicit to explicit» is also one of the characteristics
of the Fourth Industrial Revolution: it is often
impossible to anticipate and plan for all the
consequences of new technologies, because many
changes occur for the first time. But just as we are
increasingly using mobile applications to solve
practical problems, so on Interpipe Steel,
the smartphone has become an integral part of
workplace tool. According to IT management, 90 %
of employees use smartphones - and this is also a
significant factor in favor of the «digitization» of
staff.

The positive effects of the widespread adoption
of digital devices and the retraining of staff
on Interpipe Steel are:

1) increased productivity of staff;

2) switch to more complex and more interesting
tasks with higher added value. This reduces the time
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of routine operations and the probability of an error
in their performance;

3) reduction of the number of cross-functional
conflicts and the time required to solve them - all
employees are in the same information field and use
the «single source of truth» (the famous phrase in
the automation of complex production systems that
point to different truths in different systems in the
era 3.0);

4) retraining staff generates initiatives for new
opportunities and improvements [2, p. 29].

Noteworthy is the project of information system
that provides e-interaction between employees and
company services. Ultimately, the goal is to increase
the loyalty and knowledge of employee.

The company not only introduces additional
digital technologies for direct staff work, but also
uses them to train and enhance the level of service
functions. For example, training of repair personnel
(electronics engineers, hydraulics, pneumatics
specialists, etc.) takes place in modern mechatronic
laboratories on Festo equipment. One of the latest
projects is to create a mobile application for remote
communication with staff. I[ts main tasks are to
provide service and raise knowledge of employees. So
employees of the company will be able to access
services from their smartphone (for example, to create
some types of service notes, get help information).

The manufacturer’s high-tech image and the
adherence to Industry 4.0 principles, such as openness
and collaboration, make it easier for Interpipe Steel to
retain and retrain staff. Equally important in this area
are digital jobs, the transition of production personnel
into the category of digital workforce, as well as new
digital services for all employees [34, c. 44].

Having analyzed the experience of the leading
metallurgical enterprises of Ukraine, we can conclude
that the most effective way to improve the process
of personnel management and increase the labor
potential at the enterprise is the automation
of HR processes.

The automation of HR processes is a complex
of modern software solutions and tools designed to
efficiently solve key personnel problems by means
of automation and optimization of business processes.

Modern solutions of the automation of HR-
processes allow:

1) to reduce time for processing personnel
information by 30%;

2) to reduce labor costs by 10—30% by means
of more accurate planning;

3) to reduce staff overwork by 10 to 50%.

In order to determine the readiness of Ukrainian
metallurgical enterprises for Industry 4.0, the author
conducted a survey of the employees of a
metallurgical enterprise of Zaporizhzhya region on
the possibilities of increasing the competitiveness and

labor potential of the enterprise through the
implementation of tools of Industry 4.0. The results
of the survey indicate an understanding of the need
to use modern technologies to increase the level of
competitiveness and labor potential of the enterprise.
The survey also identified the respondents’ opinion
on the main factors of enterprise competitiveness
on the way to Industry 4.0, the most promising IT
technologies and existing barriers to their
implementation, problems of personnel management
in the current conditions, etc.

On the basis of the conducted research, in order
to increase the level of labor potential of the
enterprise, the author proposed a system of
automation of HR processes at a metallurgical
enterprise, which is given in Table 2.

The results of the application of the automation
of HR-processes are envisaged as follows: the
appearance of the tool of effective planning and
accounting of the competencies of employees; the
increase and optimization of staff engagement; the
management of employee expectations through a
transparent system of career motivation and
development; the rapid search for talented employees
and their rapid development, the reduction of costs
for recruiting personnel from the foreign market;
the increase of the efficiency of internal
communications in the field of organizational
processes; the reduction of profit losses due to small
staff efficiency.

Conclusions

The automation of HR-processes is an effective
tool for the improvement of personnel management
systems of metallurgical enterprises in the era of
Industry 4.0. The advantages of implementing the
automation of HR-processes are:

— reduction of the time spent on typical staffing
procedures. The capacities for automatic submission
and processing applications of various types,
formation of personnel documentation by templates
allow to accelerate key HR-processes, ranging from
finding and hiring staff, its training and transfer within
the enterprise, to its discharge and fixing the vacant
positions;

— facilitation of the interaction of employee.
The automation of HR processes implies a significant
reduction in the need for personal contacts of
employees in the process of completing personnel
tasks and coordination procedures. Especially
noticeable is the effect of the facilitation of interaction
on the enterprises with a large number of staff and
complex chain of coordination, as well as the groups
of companies that include territorial-remote business
units, branches, and offices;

- reliability of the storage of personnel
information. The introduction of an automated
system of HR processes makes it impossible to lose
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Table 2
The system of automation of HR-processes at metallurgical enterprise

The components
of HR-Process
Automation
Systems

Tasks that the system can solve

Recruiting

— quickly create and update your own candidate base: download from a computer, from a company sit
via e-mail, from job boards and social networks;

— effective and convenient process of search and recruitment;

— creating a job description and automatically posting it on job boards and social networks;

— automatically collect responses from job boards and social networks;

— closed cycle of work with the candidate from the resume to the recruitment;

— automatic feedback to the candidate, complete history of the candidate interaction;

— appointment of appointments and interviews "on the fly" with the outlook;

— recruiter and the selection process efficiency evaluation.

Payroll
accounting

— automation of all payroll related processes;

— formation of the planned salary fund for any period, reports and analysis;

— maintaining personal accounts of staff for main and secondary job employees;

— calculation of vacations, sick leave, other documents generation with payment for the average
(government obligations, business trips, etc.);

— payroll (all charges, deductions and taxes) for basic and combined positions;

— payments formation in the inter-settlement period, automatic accounting of expenses on fuel at tl
calculation of wages (advance, bonuses, payments to holidays, etc.);

— calculation of part-time salary taking into account the company peculiarities in the calculation ar
distribution of part-time salary;

— formation of payment sheets and payment information;

— calculation of deductions to funds;

— accounting and analysis of wage arrears;

— maintaining the archive for the selected time period;

- automatic reporting in accordance with the law.

Personnel
accounting

- creation and change of organizational structure "on the fly";
— development of payment and extra payment systems;

— staff requirement analysis and staff planning;

— personnel documents generation;

- relevant staff data;

- all about vacations: schedules, orders, unused vacations;

— large number of reports;

Personnel
motivation based
on the KPI

— building a KPI based motivational system (key performance indicator);
— construction of the company's strategic map;

— motivation system construction at the level of separate units;

— calculation and analysis of KPI;

— bonuses calculation and analysis of efficiency;

— goals formation (companies, teams, personal);

— goals approval;

— interim and final evaluation.

Personnel
development

— training a team of professionals capable of solving all the tasks facing the company;

— formation of post profiles with the corresponding set of competencies;

— questionnaires and tests development to determine the candidates and employees level of
competencies;

— training programs development to increase the employees level of competence;

— evaluate staff or candidates according to the job profile;

— selection of the most suitable employee according to the profile of the post;

- staff development planning and staff career development.

46

ISSN 2415-3974. Exonomiunuii eichux JABH3 YIXTY, 2020, Ne 1(11)



The problems of personnel management of metallurgical enterprises on the way of implementation of

Industry 4.0

Continuation table 2

- vacancies;

Self-service
portal for
employees Front
HR-System

the training;
- application for a business trip;

I getting an income statement;

— provide general information about the company, news and announcements;
- organizational structure of the enterprise, contacts of services and employees;

— employee capability card (training, tests, analysis of competencies), application for participation in
— vacation balance, application for a vacation and its approval;
- application for processing departure clearance;

— the history of own payments and payroll sheet for any period;
— status of personal KPI and company KPI.

. deviations;
Time and >

attendance and
integration with
access control
system

business trips, etc.);

— filling of time sheets monitoring;

— formation of charts of any complexity for any period of time;
- integration with access control system (SCS), comparison with scheduled schedules, analysis of

— time sheet generation by different indicators (for each day, according to the results of the month);
— automatic display of all documents in the employee's time sheet (personnel orders, sick leave,

— hourly accounting by type of working time;

- flexible delimitation of access rights to time records;
- typical printing forms of the time sheets in accordance with the law.

— analysis of data by age and gender;
— analysis of personnel rotation;

HRM processes [ family status analysis;

business analysis |- analysis of the periods of work in the company;

— analysis of personnel qualifications by different indicators;
- average wages analysis and salary distribution by employee groups.

primary information about employees, whereas
flexible settings enable the distribution of the rights
of access to personnel documentation and ensure its
targeted use;

— enhancement of employees’ executive
discipline. A system of regular automatic reminders,
capacities to keep track of the timing and progress
of current staffing tasks ensure the timely and
complete implementation of the planned / required
HR procedures. Thus, the automation of personnel
issues allows the customer to reduce the number of
errors in the work, improve the overall executive
discipline of staff, avoid violations of labor law and
possible financial penalties;

— transparency of personnel processes. One
condition of the social responsibility of modern
business is its compliance with the principles of
honesty, transparency and openness, reduction of
the degree of influence of the «<human factor» in the
decision-making process;

— powerful integration capacities. A system of
the automation of HR processes integrates easily with
other systems of the company (such as the systems
of human resources and finances), and ensures full
synchronization with the current business processes.
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ITPOBJIEMU YTIIPABJIIHHS TEPCOHAJIOM
METATYPTIMHUX IIAITPUEMCTB HA NIJIAXY
BITPOBA/IZKEHHSA IHJTYCTPII 4.0

Cenema B.B.

Baoscausoro ocobausicmio nomenyiany cyuacrhux nionpuemcme
€ ix inghopmamu3zauis, wo micHo noe’a3ana i3 KaopogUM NOMeHYi-
anom. llinnicms Kadpoeoeo nomenyiany eusHavaemocs iHghopma-
YilHUMU nOmoKamu, Ki 6iH eeHepye 6 npoyeci eocnooaprosants. B
YMOBAX CYHACHO20 NOCMKPU308020 CIAHY eKOHOMIKU 0CO0AUBO 8AdIC-
AUBUM CIMAE NUMAHHS NPAKMUYHO20 3ACMOCYBAHHS Memodie yo0oc-
KOHAAeHHsl YRPABAIHHS NEPCOHANOM, W0 0aIOMb NIONPUEMCMBY MOJIC-
Augicms docsiemu cmpameziyHux yineil. 3 ypaxyeanHsm 3MiH, SKi
Hece 3a coboro Hemeepma npomuciosea pegoarouyis, poav AHOUHU
6yde eaxncausa sk uikoau. Ha Odymky cycninbemea, 3aéepuieHHs
asmomamu3ayii 6UpoOHUMUX npouecie ma IHWUX OPeaHi3aUilIHUX
3a60aHb HA NIONPUEMCMBAX MOJICe npu3gecmu 00 6mpamu pooo4ux
Micyb, anre peansHicms € abcoaromuo npomunedxcHoro. Poboui micys
He Oydymb empaueHi, ane 60HU MAlOMb NPOUMU NeeHi mpaHchop-
Mayii, axi nompiono npuiinamu. Onip 3MiHam — Haulbinbuia nepe-
wKooa 6 Mexcax opeauizayii, i, Kpim Qinancoeux iHeecmuyiil, 6iH
Moduce cnoginbHumu abo 3asadumu npoyecy mpaucgopmauii. Hosi
nocadosi 0008’I3KU  BUMALAMUMYMb GUDIUIEHHS Oinbld CKAAOHUX
3a60aHb, 6 MO 4ac K py4Ha npays 6yoe NOGHICMIO A8MOMamu30-
eana ma cnpowena. Ilpauienuk @izeme KOHMpPOAb HAO NPOUECOM i
YOOCKOHaAumy 020 HaKonuvenumu 3Hanuamu. Hogimui mexnonoeii
CMAaHyms KAIOH08UM (PAKMOPOM YCHIXY HA PUHKY, NPULHAMMSA
piuensv Oyde 30ilicHi08amuct 0eyeHmpanizo8aHo 3 6epPMUKAAbHON
ma eopu30HMANbHOI [HMe2PAUIEI0 8 Medcax OpeaHizayiinoi cuc-
memu. Jlloduna nogunna Haguumucs npaylo8amu, a MaKoic CRiAKy-
eamucs 8 H0BoMY pobouomy cepedosuuyi. CmocyHKU AHOUHA-1H0-
duna, aroduna-pobom i pobom-a00UHa CMAHYMb HOPMAALHUMU Y
N0BCAKOeHHIU OIANbHOCII, ane i3 3a2aNbHON A8MOMAMU3AUIEI0 Ma
«pPOOOMOMeEXHIKO0I0» npoyecie NPAyieHUK NOGUHeH iduyeamu cebe
be3neuno ma momueosaro. lle npussede do noseu Hosux iHHOGa-
yiiHux ideil, mMoxcaugicms NOCMIliHO20 600CKOHANeHHs Oy0e Mamu
Oinbuty yiHHicmos. Y cmammi HageOeHo nepenix HOBIMHIX MeXHO-
A0eill, Wo 3acmoco8yomscs 6 pamkax Kouuyenyii Inoycmpis 4.0,
npoauanizoeano Hacaioku enposadxcents Indycmpii 4.0 oas npak-
MUK YNpaeninHs NepcoHanom, 00CaioNceHo y AaKocmi beHumapkiney
docsienenns 3a600y «Inmepnaiin Cmanv», a makoc 3anponoHo8a-
HO enposadicenHs cucmemu asmomamu3sayii HR-npouecie na me-
manypeitiHux nionpuemcmeax.

KumouoBi ciioBa: ynpasiiHHsI iepcoHaniom, [Hmyctpis 4.0,
O6eHuMapkiHr, asromarusauiss HR-npouecis, IT-pitieHHs.

ITPOBJIEMBI YITPABJIEHVA IEPCOHAJIOM
METAJLIYPTUYECKUX ITPEAITPUATUN HA ITYTU
BHEJIPEHWA UHAYCTPUMN 4.0

Cenemas B.B.

Baoicroil ocobenrocmoio nomenyuana cogpemerHbIx npeonpu-
AMUL A6AAEMCS UX UHGOPMAMuU3ayus, KOMopas mecHo CéA3aHa ¢
Kadposvim nomenyuanrom. Llennocmo kaoposoeo nomenyuana on-
pedensemcsi UHPOPMAYUOHHBIMU NOMOKAMU, KOMOPble OH 2eHepu-
pyem 6 npoyecce X03aiucmeoganus. B ycaosusx cogpemennoeo no-
CMKPUBUCHOR0 COCMOSAHUSL IKOHOMUKU OCOOEHHO 8AXNCHbIM CIAHO-
8UMCSI BONPOC NPAKMUYECKO20 NPUMEHEHUs Memo0o8 co8epuleH-
CMBOBAHUS YNPABAECHUSI NePCOHANOM, KOMOpble 0arm npeonpus-
muto 603ModicHOCMb docmuyb cmpameeuyeckux yeneil. C yuemom
u3MeHeHull, Komoposle eaevem 3a cobou Yemeepmasn npomviuinen-
Has pesoarOuusi, poab 4esogeka Oydem eajxcHa Kax Hukoeoa. Ilo
MHeHUIo 00uiecmea, 3agepuierie agmoMamu3ayuu nPou3e00CcmeeH-
HbIX NPOUECcco8 U Opy2ux 0peaHU3AYUOHHbIX 3a0a4 Ha NPeOnpuUsMu -
AX MOdcem npueecmu K nomepe paboyux Mmecm, HO peanrbHOCHb
abcoaromuo npomueononoxcHa. Pabouue mecma ne 6ydym nomepsi-
Hbl, HO OHU Q0AJICHbL NPOLUMU OnpedeseHHble mpanchopmayuu, Ko-
mopole HysxucHo npuname. Conpomuenenue U3MeHeHUsM — camoe
60bU0e npensmemeue 8 npedeaax opeanu3auuU, u, Kpome QuHan-
COBbIX UHGECMULULL, OHO MOJICEM 3aMe0AUMb UAU NOMEeuams npo-
yeccy mpaucghopmauuu. Hoevie donxcrocmusie obszannocmu 6y-
dym mpebosame peuieHus 6oaee CA0XCHbIX 3a0a4, 8 MO 8pemMs KaK
PYHuHOU mpyd 6yO0em NOAHOCMBIO A8MOMAMU3UPOBAH U YNPOUIEH.
Pabomnux 603emem KoHmpoas HAd npoyeccom u ycosepuiencmey-
em eeo HakonaeHHbiMu 3Hanuamu. Hoeellwue mexnonroeuu cmanym
KAl04e8biM (PaKkmopom ycnexa Ha poiHKe, NpuHsmue peuleHutl oy-
dem ocyuecmensamocs 0eyeHmparu308aHo ¢ 6ePMUKANLHOU U 20pU-
30HMANBLHOU UHMe2payuell 8 pAMKAX OPeAHU3AUUOHHOL CUCHIEMbl.
Yenosex doadcen nayyumocs pabomams, a makice oOuWamscs 6
HO6oIl paboueli cpede. OmMHOUWEHUS HeN08EK-YeN08EK, HeN08eK-DO-
60m u pobom-4en06ex CMarHym HOPMAAbHIMU 6 NOBCeOHeGHOU desi-
meavHoCmu, HO ¢ 00well agmomamu3ayuei u «<pobOMomexHuKow»
npoyeccos pabomuuk 00A)ceH Yyecmeogams cedst 6e30nacHo u mMo-
mueuposano. Imo npusedem K NOAGACHUIO HOBbIX UHHOBAUUOHHBIX
udeil, 803MOICHOCHb NOCMOSHHO20 COBEPUIEHCMBO8AHUs Oydem
umems 60AbULYI0 YeHHOCMb. B cmambe npuseden nepevens Hogell-
WUX MeXHON0UIL, NPUMEHSAEMbIX 8 paMKax Konuenyuu Muoycmpus
4.0, npoananuzuposansl nocredcmeus eéedenuss Undycmpuu 4.0 ons
NPAKMUK YRpaeaeHusi NepcoHaNom, Ucciedo8aHsl 8 kavecmee OeH-
umapkurea docmudicenus 3aeoda «HMumepnaiin Cmanv», a makaice
npednoxceHo enedperue cucmemot asmomamusayuu HR-npoyeccos
Ha MemanaypeuvecKux npeonpusimusx.

Kimouessie ciioBa: yrpasieHue nepcoHaiom, UHmyctpus
4.0, 6eHumapkuHr, apromaruzauust HR-npoueccos, IT-penienus.
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An important feature of the potential of modern enterprises is
their informatization, which is closely related to human resources.
The value of human resources is determined by the streams of
information they generate in the process of management. The current
post-crisis state of the economy gives special importance to the issue
of the practical application of methods of improvement of personnel
management that enable the company to achieve its strategic goals.
Human resources are the most important part of every enterprise.
With transformation by the rules of 4th Industrial revolution, human
is more important than ever. Most of the public has an opinion that
complete automatization of manufacturing process and other
organizational tasks within the enterprise might result in losing the
Jjobs, but the reality is complete opposite. Jobs won'’t be lost but they
will go through certain transformations which must be accepted.
Resistance to change is the biggest obstacle within the enterprise
floor and, besides financial investments, it might slow or break the
transformation process. New working positions will demand more
complex tasks, while manual work will be completely automatized
and simplified. Human takes the control of the process and improves
it with knowledge available. Know-how will be the key factor of
success at the market. Decision making will be decentralized with
vertical and horizontal integration within the organizational system.
Human must learn how to work, but also how to communicate in
new working environment. The human-human, human-robot and
robot-human relationships will be normal everyday activity, but with
overall automatization and robotification of the process, human must
feel safe and motivated. That will result in the new and innovative
ideas, possibility of continuous improvement creates greater value.
The article provides a list of the latest technologies used within the
concept of Industry 4.0, analyzes the implications of the
implementation of Industry 4.0 for personnel management practices,
investigates the achievements of the Interpipe Steel plant as
benchmarking, and proposes implementation of a system of automation
of HR processes in metallurgical enterprises.

Keywords: personnel management, Industry 4.0, bench-
marking, automation of HR-processes, IT-solutions.
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