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INNOVATIONS IN WORKFORCE MANAGEMENT: CHALLENGES IN THE FOURTH INDUSTRIAL
REVOLUTION

Abstract. The radical technological changes in business models associated with the fourth industrial revolution
(4IR) naturally change workforce requirements and approach to workforce management. To deal with the workforce
management challenges of the 4IR, employers should know requirements and expectations of the potential workforce
to be able to apply effective and efficient strategies, policies, and practices on workforce management to ensure the
organization has quality employees it needs. The article aims to present the main findings of the authors' questionnaire
survey on requirements and expectations of Czech employees associated with the fourth industrial revolution and
discuss the current workforce management challenges in developing attractive career opportunities. The authors'
questionnaire survey was carried out from September to December 2019. The respondents included Czech male and
female employees of different professions and different generations. The answers were obtained from 168
respondents. The data analysis methods included the calculation of relative frequencies and the evaluation of the
dependence of responses on gender and generation of respondents using contingency tables and chi-square tests of
independence. The findings show that respondents are familiar with the 4IR, and they are not concerned about losing
their jobs due to the development of digitization, automation, or robotization; however, they are aware of the fact that
their knowledge, skills, and abilities determine their employability in the 4IR. On the other hand, they have relatively
high job expectations, which could reduce their employability. Therefore, employers should learn how to know the
requirements and expectations of the potential workforce to be able to develop attractive career opportunities.

Keywords: Czech Republic, employee expectations, employment opportunities, human resource management,
industry 4.0, working conditions.

Introduction. The fourth industrial revolution (4IR) is characterized by a progressive and pervasive
application of interdependent digital technologies and a rise of smart industrial businesses (Muscio and
Ciffolilli, 2020). The application of digital technologies offers new values and services to customers and
businesses, but at the same time, it causes significant changes in all industrial sectors and businesses
(Paulo et al., 2019).

The implementation of digital technologies in industrial businesses has a far-reaching impact on
industrial value creation. However, the practical relevance of digital technologies implies that it is essential
to understand the underlying dynamics of their implementation as well as their opportunities and
challenges for industrial businesses (Muller and Kiel, 2018). The successful transformation of the 4IR
concepts into practice is possible only about the external and internal conditions of specific industrial
businesses (Lass and Gronau, 2020).
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From the perspective of the Czech Republic, as a traditional industrial country, the implementation of
digital technologies in industrial businesses associated with the fourth industrial revolution is a great
opportunity and a challenge. In the Czech Republic, examples of the implementation of the 4IR concepts
are observed in many industries; however, the implementation of digital technologies is the fastest in the
automotive, electrotechnical, pharmaceutical, or chemical-technological industry (Adamek, 2018).
However, the fourth industrial revolution also brings some problems in the labor market, especially a
severe shortage of quality employees (Kostalova and Bednarikova, 2019). Today's job applicants must
demonstrate solid professional and personal knowledge, skills, and abilities for successful performance in
the organization. However, there is a shortage of such job applicants in today's Czech labor market.
Although many job applicants do not meet the job requirements, their job and career expectations are
relatively high (Safrankova and Sikyr, 2017).

The article aims to present the main findings of the authors' questionnaire survey on requirements and
expectations of Czech employees associated with the development of the fourth industrial revolution and
discuss the current workforce management challenges in developing attractive career opportunities.

The article includes four parts. The first part — literature review — summarizes the findings of earlier
studies on the concept of the fourth industrial revolution and the impact of the fourth industrial revolution
on the workforce. The second part — methodology and research methods — describes methods of the
authors' questionnaire survey on requirements and expectations of Czech employees associated with the
development of the fourth industrial revolution. The third part — results — presents and discusses the main
findings of the authors' questionnaire survey focused on the requirements and expectations of Czech
employees associated with the development of the fourth industrial revolution. The fourth part —
conclusions — summarizes the article, includes implications for practice, and defines research limitations
and suggestions for future research.

Literature Review. The fourth industrial revolution (4IR) is the environment in which progressive
digital technologies are radically affecting and changing the way people live and work (Dean and Spoehr,
2018). The 4IR is based on the digitalization of business processes and activities (Pekersen & Tugay,
2020; Sotnyk et al., 2020), gathering and analyzing data across machines and transformation of
businesses into smart and sustainable ones (Habanik et al., 2019). Through digitalization, the business
processes and activities are getting evolved, and accurate results are being produced, which in turn helps
to increase productivity (Sanghavi et al., 2019). However, digital technologies are not only a tool for
increasing the productivity of the economy but also a driver of the technological development of the
economy (Gera and Singh, 2019).

The application of digital technologies drives changes in traditional business models when linear value
chains are destroyed and replaced by value networks. This happens because customers become part of
the value chain, which changes traditional relationships among producers, traders, and customers (Botha,
2019). It is also expected that the 4IR will be capable of functioning as a new alternative to enhance the
quality of the environment. The environmental industry and environmental technologies may be vital
economic factors in next-generation society (Choi et al., 2019). On the other hand, 4IR forces people to
rethink their approaches to work and life. In these processes, education plays a unique role because it
promises to prepare the coming generations for the challenges ahead and transform society for the better
(Scepanovic, 2019).

The revolutionary technological advancement associated with the 4IR naturally affects all industries
and businesses (Postelnicu and Calea, 2019), and this revolution brings along significant changes in labor
markets (Habanik et al., 2019). The introduction of digital technologies in industrial businesses is evoking
profound changes in their work systems (Fedulova et al., 2018). It is estimated that the emerging changes
will affect both the overall performance of work systems and the well-being of people working in and
interacting with the work systems (Kadir and Broberg, 2020). Increasing automation and computerization
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lead to changes in human work (Becker and Stern, 2016).

The future industrial businesses will provide less easy and repetitive but more advanced and complex
tasks (Becker and Stern, 2016). The application of digital technologies encourages decentralization and
increases the interaction between humans and machines (Barata et al., 2019). Also, many jobs are rapidly
disappearing because their tasks are automated, which applies both to low-skilled manual and routine
jobs and increasingly to medium-skilled specialized jobs and even high-skilled complex jobs (Marengo,
2019). From the perspective of workforce management challenges in the fourth industrial revolution, the
competition in recruiting and retaining talented people together with the uncertainty of employees about
what they will face and obtain in the course of working for employers are two significant problems.
Employers should make their employees satisfied and pleased with their career opportunities. This
satisfaction and pleasure are hoped to be critical factors in motivating employees to perform their jobs and
meet the objectives of the business (Nangoy et al., 2020).

The competition in recruiting and retaining talented people generally arises from a severe shortage of
quality employees on the labor market (Kostalova and Bednarikova, 2019). The shortage of skilled people
willing to work in industrial businesses supports, but at the same time limits the introduction of digital
technologies in industrial companies (Pardi, 2019). Improving this state would require changes in the
education system and the cooperation between employers and educational institutions (Safrankova and
Sikyr, 2017). The uncertainty about career opportunities generally arises from potential occupational
health and safety problems. The 4IR brings nonstandard career opportunities. The increasing application
of digital technologies can lead to new forms of diseases and accidents (Min et al., 2019).

Methodology and research methods. Achieving the aim of the article is based on the analysis of
earlier studies on the workforce management practice and the results of the authors' questionnaire survey
on requirements and expectations of Czech employees associated with the development of the fourth
industrial revolution. The survey was carried out by authors (Jana Marie Safrankova, Martin Sikyr, and
Renata Skypalova) from September to December 2019. The questionnaire applied included 18 multiple-
choice questions focused on employee requirements and expectations associated with the fourth industrial
revolution. The respondents included Czech male and female employees of different professions and
different generations. The answers were obtained from 168 respondents. The respondents were
characterized by gender (32% male, 68% female) and generation (37% generation X: 1965-1980, 25%
generation Y: 1981-1994, and 38% generation Z: 1995-2010). The data analysis methods included both
the calculation of relative frequencies (as a share from the total number of respondents) and the evaluation
of the dependence of responses on gender (male and female respondents) and generation (respondents
of generation X: 1965-1980, respondents of generation Y: 1981-1994, and respondents of generation Z:
1995-2010). The evaluation was conducted by developing contingency tables and performing chi-square
tests of independence.

By the aim of the survey, six hypotheses concerning the requirements and expectations of
respondents associated with the development of the fourth industrial revolution were tested. The
hypotheses tested were as follows: 1) there is no difference in responses depending on the gender of
respondents regarding the concern about losing their jobs due to the development of digitization,
automation or robotization; 2) there is no difference in responses depending on the gender of respondents
regarding more chances to meet the challenges of the 4IR as a result of higher education; 3) there is no
difference in responses depending on the gender of respondents regarding the desire to be a manager;
4) there is no difference in responses depending on the generation of respondents regarding the desire to
work in the place of residence; 5) there is no difference in responses depending on the generation of
respondents regarding the acceptable gross monthly income, and 6) there is no difference in responses
depending on the generation of respondents regarding the motivation to change a job because of the offer
of benefits.
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The procedure of the chi-square tests of independence included six steps:
1) formulation of the null (Ho) and alternative (Ha) hypothesis;
2) selection of a level of significance a;
3) calculation of the chi-square statistic
2
o= 3 [Costed | ()

Erc

where O is observed frequencies, E is expected rates, r is the number of rows in the contingency table,
and ¢ is the number of columns in the contingency table;

4) calculation of the degrees of freedom

f=(r-1)x(c-1); 5) 2)

5) selection of the critical chi-square value ¥(f);

6) comparison of the chi-square statistic x2 to the critical chi-square value ¥%(f) and acceptation or
rejection of the null hypothesis.

Results. In the case of general awareness of the concept of the fourth industrial revolution (4IR), 89%
of respondents agreed that they know the idea. In this context, respondents stated that this concept is
mainly characterized by automation of production (82%), robotics (74%), or application of new
technologies (68%). When it comes to the question of whether respondents are concerned about losing
their jobs due to the development of digitization, automation, or robotization, 6% of them stated yes, 80%
of them reported no, and 14% of them reported don't know. There was no significant difference in
responses depending on the gender of respondents (p > 0.05). The null hypothesis was tested that there
is no difference in responses depending on the gender of respondents regarding the concern about losing
their jobs due to the development of digitization, automation, or robotization (see Table 1). Since the test
statistics were lower than the critical value, the null hypothesis was not rejected.

Table 1. Are you concerned about losing your job due to
the development of digitization, automation, or robotization?

Gender Yes No Don't know >

Male respondents 2% (3.21) 48 (43.07) 4(7.71) 54

Female respondents 8 (6.79) 86 (90.93) 20 (16.29) 114
10 134 24 168

*observed frequencies (O), ** expected frequencies (E)
Ho: There is no difference in responses depending on the gender of respondents regarding the concern about
losing their jobs due to the development of digitization, automation, or robotization. Ha: There is a difference in
responses depending on the gender of respondents regarding the concern about losing their jobs due to the
development of digitization, automation, or robotization.

Level of significance a = 0.05; Chi square statistic x2= ), (O”E_—E”)] =4.143

Degrees of freedom (f): (r —1)>< (C— ) = 2; Critical chi-square value x2,05(2) = 5.991

r — the number of rows in the contingency table, ¢ — the number of columns in the contingency table
Sources: developed by the authors.

When it comes to the question of whether respondents can imagine that machines or robots could
replace some people in their organization, 45% of them stated yes, 42% of them reported no, and 13% of
them reported don't know.

When it comes to the question to what extent information and communication technologies influence
daily work activities of respondents, 52% of them stated maximum, 36% of them stated average, and 12%
of them indicated minimum. Similarly, when it comes to the question to what extent computer work is part
of daily work activities of respondents, 76% of them stated maximum, 17% of them stated average, and
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7% of them indicated minimum. In the context of computer work, respondents indicated that usually use a
word processor (99%), a spreadsheet (93%), an email client (81%), or a presentation maker (76%).

When it comes to the question of whether the employer of respondents invests in digitization,
automation, or robotization, 47% of them stated yes, 39% of them said no, and 14% of them stated don't
know. Similarly, when it comes to the question of whether the employer of respondents invests in their
education in connection with the application of information and communication technologies, 40% of them
said yes, 42% of them said no, and 18% of them said they don't know.

The results of the authors' questionnaire survey showed that information and communication
technologies are a standard part of workplaces and that respondents usually use them to carry out their
daily work activities. However, to meet the challenges of digitization, automation, or robotization, they need
to develop their professional skills continually. According to respondents, the most critical skills necessary
for meeting the challenges of the 4IR include communication skills (84%), solving-problems skills (84%),
implementation skills (76%), learning skills (68%), or teamwork skills (61%). On the other hand,
respondents showed relatively high job expectations. The respondents' job expectations include self-
fulfillment (87%), meaningful work (78%), professional development (68%), favorable environment (68%),
fair wages (67%), friendly team (65%), or professional management (61%).

In the context of employability, 82% of respondents agreed that higher education gives them more
chances to meet the challenges of the 4IR. There was a significant difference in responses depending on
the gender of respondents (p < 0.05). The null hypothesis was tested that there is no difference in answers
depending on the gender of respondents regarding more chances to meet the challenges of the 4IR as a
result of higher education (see Table 2). Since the test statistics were higher than the critical value, the
null hypothesis was rejected in favor of the alternative hypothesis. However, 52% of respondents stated
that they see their chances in today's labor market as a medium. This may be due to uncertainty regarding
career opportunities.

Table 2. Do you think that higher education gives you more chances
to meet the challenges of the 4IR?

Gender Yes No >

Male respondents 36* (14.24)* 18 (13.76) 54

Female respondents 102 (34.08) 12 (32.92) 114
138 30 168

*observed frequencies (O), ** expected frequencies (E)
Ho: There is no difference in responses depending on the gender of respondents regarding more
chances to meet the challenges of the 4IR as a result of higher education. Ha: There is a difference
in responses depending on the gender of respondents regarding more chances to meet the
challenges of the 4IR as a result of higher education.

2
Level of significance a = 0.05; Chi square statistic x2= ). [(O”E_—E”)] =12.994

Degrees of freedom (f): (r—1)x(c—1) = 1; Critical chi-square value x2s(1) = 3.841
r — the number of rows in the contingency table, ¢ — the number of columns in the contingency
table

Source: developed by the authors.

When it comes to the question of whether respondents want to be managers (manage people), 69%
of them stated yes, 7% of them said no, and 24% of them stated don't know yet. There was no significant
difference in responses depending on the gender of respondents (p > 0.05). The null hypothesis was
tested that there is no difference in answers depending on the gender of respondents regarding the desire
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to be a manager (see Table 3). Since the test statistics were lower than the critical value, the null
hypothesis was not rejected.
Table 3. Do you want to be a manager?

Gender Yes No Don't know yet >
Male respondents 42* (37.29)* 4 (3.86) 8 (12.86) 54
Female respondents 74 (78.71) 8 (8.14) 32 (27.14) 114
> 116 12 40 168

*observed frequencies (O), ** expected frequencies (E)
Ho: There is no difference in responses depending on the gender of respondents regarding the
desire to be amanager. Ha: There is a difference in responses depending on the gender of
respondents regarding the desire to be a manager.

2
Level of significance a = 0.05; Chi square statistic x2= ), [(O”E_—E”)] =3.590

Degrees of freedom (f): (r—1)x (c—1) = 2; Critical chi-square value x205(2) = 5.991
r — the number of rows in the contingency table, ¢ — the number of columns in the contingency
table

Source: developed by the authors.

An interesting problem associated with working conditions is the need to commute to work. When it
comes to the question of whether respondents want to work at their place of residence, 51% of them stated
yes, 19% of them said no, and 30% of them stated don't know yet. There was a significant difference in
responses depending on the generation of respondents (p < 0.05). The null hypothesis was tested that
there is no difference in answers depending on the production of respondents regarding the desire to work
in the place of residence (see Table 4). Since the test statistics were higher than the critical value, the null
hypothesis was rejected in favor of the alternative hypothesis.

Table 4. Do you want to work at your place of residence?

Generation Yes No Don't know yet >
X: 1965—1980 42* (31.74)* 10 (11.81) 10 (18.45) 62
Y: 1981-1994 28 (21.50) 6 (8.00) 8 (12.50) 42
Z: 1995-2010 16 (32.76) 16 (12.19) 32 (19.05) 64
> 86 32 50 168

*observed frequencies (O), ** expected frequencies (E)
Ho: There is no difference in responses depending on the generation of respondents regarding
the desire to work in the place of residence. Ha: There is a difference in responses depending on
the generation of respondents regarding the desire to work in the area of the house.

2
Level of significance a = 0.05; Chi square statistic 2= ). [(O”E_—E”)] =30.126

Degrees of freedom (f): (r—1)x (c—1) = 4; Critical chi-square value x%05(4) = 9.488

r — the number of rows in the contingency table, ¢ — the number of columns in the contingency
table

Source: developed by the authors.

When it comes to the question of what gross monthly income respondents consider acceptable, 59%
of them stated EUR 1,550 and more, 27% of them said EUR 1,150-1,500, and 14% of them told EUR 750-
1,100. In Q3 2019, the average gross monthly nominal wage was approximately EUR 1,300 (CZSO, 2019).
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There was no significant difference in responses depending on the gender of respondents (p>0.05), but
there was a significant difference in answers depending on the generation of respondents (p<0.05). The
null hypothesis was tested that there is no difference in responses depending on the generation of
respondents regarding the acceptable gross monthly income (see Table 5). Since the test statistics were
higher than the critical value, the null hypothesis was rejected in favor of the alternative hypothesis.

Table 5. What gross monthly income do you consider acceptable?

Generation EUR 750-1,100 EUR 1,150-1,500 EUR 1,550 and more >
X: 1965-1980 4* (8.86)* 10 (16.98) 43 (36.17) 62
Y: 1981-1994 4 (6.00) 12 (11.50) 26 (24.50) 42
Z:1995-2010 16 (9.14) 24 (17.52) 24 (37.33) 64

24 46 98 168

*observed frequencies (O), ** expected frequencies (E)

Ho: There is no difference in responses depending on the generation of respondents regarding the acceptable
gross monthly income. Ha: There is a difference in responses depending on the generation of respondents
regarding adequate gross monthly income.

Level of significance a = 0.05; Chi square statistic x2= ). [(O”E_—E”)] =22.481

Degrees of freedom (f): (r —l)x (C— ) = 4; Critical chi-square value X2,05(4) = 9.488
r — the number of rows in the contingency table, ¢ — the number of columns in the contingency table
Source: developed by the authors.

Besides fair wages, employees and job seekers often expect attractive benefits. When it comes to the
question of what benefits respondents expect and consider to be motivating, they stated sick-days (77%),
other vacations (72%), pension/life insurance contributions (61%), education contributions (60%), or meal
vouchers (52%).

Table 6. Would you change a job because of the offer of benefits?

Generation Yes No >
X: 1965-1980 42* (51.67)* 20 (10.33) 62
Y: 1981-1994 38 (35.00) 4 (7.00) 42
Z: 1995-2010 60 (53.33) 4 (10.67) 64
> 140 28 168

*observed frequencies (O), ** expected frequencies (E)
Ho: There is no difference in responses depending on the generation of respondents regarding the
motivation to change a job because of the offer of benefits. Ha: There is a difference in responses

depending on the generation of respondents regarding the motivation to change a job because of
the offer of benefits.

2
Level of significance a = 0.05; Chi square statistic x2= ). [(O”E_—E”)] =17.39%4

Degrees of freedom (f): (r—1)x(c—1) = 2; Critical chi-square value x25(2) = 5.991

r — the number of rows in the contingency table, ¢ — the number of columns in the contingency
table

Source: developed by the authors.

When it comes to the question of whether the offer of benefits could motivate respondents to change
their jobs, 83% of them stated yes, and only 17% of them said no. There was no significant difference in
responses depending on the gender of respondents (p > 0.05), but there was a significant difference in
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responses depending on the generation of respondents (p < 0.05). The null hypothesis was tested that
there is no difference in answers depending on the generation of respondents regarding the motivation to
change a job because of the offer of benefits (see Table 6). Since the test statistics were higher than the
critical value, the null hypothesis was rejected in favor of the alternative hypothesis.

Conclusions. The authors' questionnaire survey on requirements and expectations of Czech
employees associated with the fourth industrial revolution (4IR) showed that male and female respondents
of different professions and different generations are familiar with the 4IR concept and that information
and communication technologies are a standard part of their workplaces. In contrast, respondents
frequently use them to carry out their daily work activities.

Respondents are not concerned about losing their jobs due to the development of digitization,
automation, or robotization. However, they are aware of the fact that their knowledge, skills, and abilities
determine their employability in the 4IR. On the other hand, respondents have relatively high job
expectations, including self-fulfilment, meaningful work, professional development, favorable
environment, fair wages, attractive benefits, friendly team, or professional management. Failure to meet
all these expectations could lead to dissatisfaction and limited employability of respondents. Respondents,
respectively, employees and job seekers in general, should be ready to continually develop their
professional skills to meet the challenges of the 4IR.

The results support the suggestion that employers should learn how to know the requirements and
expectations of the potential workforce to be able to develop attractive career opportunities. Employers
should improve their understanding of specific needs and expectations of employees and job seekers and
develop attractive career opportunities for them to motivate them to perform their jobs and meet objectives
of the business successfully.

The focus on the Czech labor market and the relatively low number of respondents limit general
conclusions. However, the current results are worth attention from business managers and HR specialists
who are responsible for workforce management in different organizations. The present results can be the
starting point for further research on workforce management in the 4IR.
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IHHOBaU|iHI Nigxoau Ao ynNpaBniHHA NepcoHanoM: BNNWB YeTBEPTOi NPOMUCNOBOI peBontoLji

Ls cmamms y3aganbHIOE apeyMeHmu ma KOHmpapeyMeHmu 8 Mexax Haykosoi Ouckycii 3 numaxHs ocobrugocmel
iHHOBaUilIHO20 npouecy ma Ho8088e0eHb ynpaeriHHS nepcoHanoM, npobraem po3pobku ma enposadXeHHs iHHOBaUUHUX
mexHonoeili 8 ynpaeniHHs nepconanom. Cucmemamu3auis nimepamypHux Oxepen ma nidxodie Ao eupiweHHsi npobremu
ynpaeniHHs nepcoHanom 3acgidyuna, wio mpydosa disnbHICMb Cy4acHo20 npauigHuka eHacriook Oii yemeepmoi npomuciosol
pesonoyii Habysae ece binbL SPKO BUPaxeHoi cneyuiku, Ky HeobXiOHO 8paxogyeamu npu 8npo8adxeHHi 8 NpakMUuKy kadpogux
iHHOBaUili y 8idnosidHOCMI 3 NOMOYHUMU | cmpameziyHumMu yinsmu nidnpuemMcme. AkmyanbHiCmb 8UpileHHs1 0aHOi HayKosoi
npobiemu npodukmogaHo HeobXiOHicmMi0 800OCKOHaEHHs cmpameeii, NPUHYUNI@ ma npakmuKu ynpassiHHs NepcoHanoM 8 ymogax
yemeepmoi npomuciogoi pesontouii. OcHoBHO Memoto nposedeHozo AocnidxeHHs € 8cmaHosfieHHs cneyucbiku mpydogoi
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OifAMIbHOCMI YEChbKUX NpayigHUKie, ix 8umMoau ma oYiky8aHHsI CnpUYUHEHUX Yemeepmolo NPOMUCO08OK pegonoyielo. Y cmammi
npedcmaenieHo pesysibmamu emnipu4Ho20 aHamidy onumysaHHs 168 pecnoHOeHmis, Yonogiku ma XiHKU Pi3HUX 8ikogux ma
npogpeciliHux epyn, 3 eepecHs no epydeHb 2019 poky. MemoduyHum iHcmpymeHmapiem npogedeH020 00CTioKeHHs cmanu Memodu
8IOHOCHUX Yacmom ma OuiHKU 3anexHocmi eidnosidell pecnoHOeHmig Ha OCHO8I (hakmopHUX mabnuys ma Kpumepito
HesanexHocmi xi-kgadpam. OmpumaHi pe3ynsmamu docnidxeHHs ceidyamb, wo npouecu Oidxumanisayii, asmomamusayji ma
pobomu3ayii He Malmb CMamuCMUYHO 3Ha4YUMOZO0 8NUBY Ha NEPEXUBAHHS NPaUiBHUKI8 3 NPUBOdy MOXIUBO20 PU3LKY 8mpamu
poboyoeo micysi. OOHaK, nepegaxHa binblicmb pecnoHdeHmig yceidommooms, WO Yemeepma NPOMUCIO8a PesosTioyis 8UCy8ae
HO8i 8uMoau 00 pigHsT 3HaHb, 8MiHb Ma HasUYOK, HeobXiOHUX 0n1s npauesnawmysaHHs. [ocnioxeHHs eMnipudHo nidmeepdxye ma
meopemu4HO 00800UMb, WO PO3YMIHHS npauigHukie MalbymHix BUKIUKiE NOB8’A3aHUX 3 ennaueoM 4emeepmoi nNPoMUCIoeol
peeonioyii doseonsoms enposadxyeamu Ha nidnpuemMcmeax CcyyacHi cmpameeili ynpasniHHA nepcoHanoM. Pesymemamu
nposedeHo20 QocnidkeHHs MOXymb 6ymu KopucHumu Onis nidnpuemcme npu enposadieHHi iHHogauiliHux nidxodie w000
ynpaesliHHs NepCoOHaNoM, 30Kpema: nowyKy ma Hatmy npauisHuKis, Po38UMKY iX Kap'epu, CMBOPEeHHS KOPNopamusHoi Kynbmypu
mouwjo.

KntouoBi cnosa: Yecbka Pecnybnika, odikyBaHHs MpauiBHWKIB, MOXIMBOCTI MpaLleBnaliTyBaHHsl, YnpaBmiHHS TPy[OBUMM
pecypcamu, iHgycTpisi 4.0, poboye cepenosuLLe.
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