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CULTURE
Metalloinvest has set the goal to become one of the most effective 
companies in the industry hitting all the targets: product quality, 
economy, environmental component, occupational health and safety, 
relations with customers and partners. Our professional and close-knit 
team play a key part in the Company’s success.

MATERIAL TOPICS:
—  Personnel training;
—  Employment and working conditions.

RESPONSIBILITY  TO EMPLOYEES

by 37.5%
the average number of hours  
of employee training increased

a 10%
pay rise 

Metalloinvest invested  
in employee training

>2 mln hours

 GRI 102-7, 102-8, 102-41, 103-1, 103-2, 103-3,
 401-1, 401-2, 403-6, 404-1, 404-2, WSA ET

UN SDGs

KEY ACHIEVEMENTS IN 2019

 — Automation of HR function; 
 — Launch of SAP system;
 — Development of a talent pool;
 — Ongoing implementation of the following programmes: Production Leaders 

Institute, Foreman School and Comprehensive Development Programme;
 — Metalloinvest’s Corporate University established;
 — Adoption of Recognition and Awards Policy;
 — Extension of the collective bargaining agreement to 2020-2022.
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OUR APPROACH

Metalloinvest is constantly improving the existing personnel management system. We 
implement best practices and IT solutions, improve the corporate regulatory framework, 
launch professional development programmes, increase labour efficiency and motivate 
our employees. In the course of its business activities, the Company strictly follows 
the requirements of Russian labour legislation, international laws, corporate policies, 
regulations, and standards. 

Our fundamental principles of personnel management

 — respect for human and labour rights of all employees;
 — coherence of the Company’s activities;
 — openness to cooperation; 
 — intention to maintain a partnership position in the business environment; 
 — mutual trust, respect and mutual assistance in solving tasks.

 
 
In order to attract and retain highly qualified employees, the Company has created 
comfortable and safe working environment paying its people fair wages. 

When it comes to implementation of the Company’s strategic and sustainable 
development goals, personnel development is placed among the key activities. Personal 
growth and professional development of employees are essential for improving 
the production and financial performance of Metalloinvest enterprises.

Modern metallurgy with its technologically 
complex manufacturing processes 
requires highly qualified employees 
and an effective personnel management 
system.

In order to implement a single approach 
to personnel management for meeting 
the current needs of the Company’s 
production facilities and strategic projects 
for qualified and motivated employees, 
the personnel management process 
is carried out at two organisational 
levels. At the first level it is coordinated 
by the Organisational Development 
and Personnel Management Division 
and the Social Policy and Corporate 
Communications Division.  These 
divisions include Motivation Department, 
Organisational Development 
Department, Corporate University, 
Social Policy Department, Health 
Protection Department and Corporate 

Communications Department, which 
carry out strategic management.

At the second level, the functions 
of operational personnel management are 
assigned to business units.

Metalloinvest has created a database 
of corporate regulations governing 
personnel management and interaction:

 — Regulations on Talent Pool 
Management;

 — Regulations on Employee Salaries 
and Bonuses;

 — Regulations on Social Support 
for Employees and Their Families;

 — Concept of Non-Financial Incentive 
Tools;

 — Regulations on Reward Activities;
 — Regulations on Performance 

Management System (KPI: goal setting, 
tracking, and summing-up);

 — Regulations on Organisational Structures;
 — Regulations, rules, and standards 

governing operations at plants required 
for ISO certification, internal and external 
audits;

 — Regulations on Employee Training 
and Development;

 — Regulations on Professional Excellence 
Competition.

 
The Multifunctional Shared Services Centre 
(MF SSC) was established in 2017. Since 
then, MF SSC has been providing integrated 
business services to Metalloinvest’s divisions, 
including HR record management, salary 
transactions, and issues related to business 
records and transactional accounting. An 
automated system for primary documents 
accounting and time tracking a was 
introduced in the MF SSC.

PERSONNEL MANAGEMENT SYSTEM

Personnel management system

Metalloinvest is a leader in metals and mining sector in terms 
of social performance  

Three Metalloinvest’s enterprises – LGOK, OEMK and Ural Steel – became 
the winners of the XVI industry contest “Mining and Metal Company with High 
Social Performance – 2019”. 

LGOK and OEMK: winners in the “Personnel Development” nomination.  
Ural Steel: winner in the “Environmental Activity and Resource Savings” 
nomination.

The competition assessed 50 Russian enterprises employing about half of all 
industry workers.

Metalloinvest is one of the largest employers in Russia, 
providing employment and contributing to the socio-
economic development of the regions of operation.

Care for our employees and members of their families 
is part the Company’s general mission to achieve high 
quality of life in line with the principles and values  
of sustainable development.

Deputy CEO for Organisational Development and Personnel 
Management

Incentives 
Department

LGOK MGOK OEMK Ural Steel

Organisational 
Development 
Department

Corporate 
University

Salaries 
and bonuses

HR Director HR Director HR Director HR DirectorSocial Policy 
Director

Social Policy 
Director

Social Policy 
Director

Social Policy 
Director

Organisational 
design, headcount 
planning and analysis, 
performance 
management, HR 
administration, 
recognition 
and awards policy 

Training system 
development, 
talent pool 
programme 
management  

Social support 
programmes, 
insurance, liaison 
with trade unions, 
and collective 
bargaining 
agreements

The Director of Social Policy and Corporate 
Communications also manages social policy 
issues and communication with the AP

Social Policy 
Department

Health Protection 
Department 

Corporate 
Communications 
Departmen

Director of Social Policy and Corporate Communications

Management company

In-house regulations

Enterprises

For more information on activities  
in these areas, see the sections: Approach 
to Sustainable Development Management, 
Interaction with Stakeholders, Preserving 
the Health of Employees, Responsibility  
to Communities.
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DIGITAL TECHNOLOGIES  
IN HR MANAGEMENT

INTERACTION  
WITH EMPLOYEES  

Improving the Company’s performance 
and business administration 
is the key task of a large-scale 
digital transformation launched 
at Metalloinvest, which covers almost all 
business processes. 

In 2019, the personnel management 
function was automated thus raising 
its processes to a fundamentally new 
level. The automation was powered 
with SAP Human Capital Management 
(SAP HCM), which introduced a single 
system with a unified methodology, 
integrated processes and improved HR 
administration.

Due to successful and comprehensive 
automation of personnel management 
processes, Metalloinvest has gained 
many advantages: faster data processing 
when making management decisions, 
prompt analysis of large data volumes, 
consolidation of all available personnel 
data, improved business process 
efficiency, and reduced administrative 
costs. 

Special data marts have been developed 
for the real-time presentation 
of consolidated personnel data, namely, 
i.e. headcount, gender composition, 
average salary, sick leaves, and vacation, 
thus enabling the Company’s 
management to make appropriate 
management decisions. Decision-making 
processes are accelerated, and time is not 
wasted on manual data collection which 
has always been associated with a higher 
probability of error.

The KPI installation and cascading 
system has been launched in test 
mode. Now, executives have online 
access to the list of relevant operational 
goals and may use them for KPI 
formulation and further cascading 
down to employees. KPI results are 
summarised and consolidated online.

Metalloinvest’s employees can take 
full advantage of robotic self-service 
systems (portal services and HR-bot) 
which facilitate interaction between HR 
specialists and employees. Employees 
can submit requests to the shared 
service centre, and promptly receive 
a pay slip, vacation data and other 
necessary information.

Metalloinvest draws on the principles 
of partnership in establishing relations 
with its employees. Metalloinvest has 
established the Social Council, a social 
partnership body which unites the CEO, 
line managers, directors of enterprises 
and representatives of shop floor 
trade union organisations. The key 
objective of the Social Council is to 
achieve a balance between the socio-
economic interests of employees 
and the employer, to promote measures 
intended to improve occupational safety 
and increase production efficiency. 

The main goals of Metalloinvest’s Social 
Council:

 — involvement in the development 
and contribution to the 
implementation of the Company’s 
HR and social policies;

 — aligning the interests of employees 
and the employer when developing 
of socio-economic programmes;

 — holding consultations on issues 
related to the development 
of collective bargaining agreements 
and local regulations governing 
social and labour relations.

by15% Exceed17 mln roubles

Almost 

by 20%
digital transformation reduced 
administrative costs

cost advantages of the introduction 
of self-service systems 

the service rate per employee  
of the HR function increased

Metalloinvest has been 
awarded for digital HR 
transformation 

In October 2019, Metalloinvest 
received the Platinum SAP Value 
Award in the ‘People are the most 
Valuable Capital’ nomination 
for its digital HR transformation. 
The jury of the competition, headed 
by Alexander Shokhin, President 
of the Russian Union of Industrialists 
and Entrepreneurs (RSPP), 
recognised Metalloinvest’s project 
as the best for HR automation. 
The project was implemented 
in partnership with the consulting 
company Evola and JSA Group. 

The project also proved popular 
with the audience – it received 
the greatest number of online votes.

In 2018, Metalloinvest received 
the annual SAP Value Award in the 
“Leader of Digital Transformation” 
nomination.

Key figures of HR automation

A standard collective bargaining 
agreement was concluded in 2008 
and applies to all Metalloinvest enterprises. 
Its company-wide provisions contain 
uniform social and labour standards 
and guarantees. The agreement is an act 
of social partnership and provides mutual 
obligations of the employer and the 
employees of the Company.The document 
is developed in partnership with a trade 
union organisation and approved 
by the Social Council. It is a framework 
document relying on which Metalloinvest’s 
enterprises execute their in-house 
collective agreements thus incorporating 
provisions specific to their activities.  

In 2020, a new Model Collective 
Agreement was signed for two years until 
2022. The collective bargaining agreement 
covers 100% of employees. 

PERSONNEL MANAGEMENT  
APPROACH

 GRI 102-41
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In 2019, the number of employees hired increased  
by 44% compared to the previous reporting period.

As at the end of 2019, the Company 
employs 43,453 people which is 2% 
less compared to the previous reporting 
period. The decrease in staff numbers 
is primarily driven by natural staff 
turnover.

It should be noted that the number 
of hired employees increased by 44% 
compared to the prior reporting period. 
This is particularly explained by the large-
scale centralisation programme run 
by the Company. However, the number 
of employees who left the Company 
decreased by 21% y-o-y in 2019 
to 4,526 people. In 2019, the staff 
turnover rate decreased compared to the 
previous year and amounted to 5.6%.

As compared to 2018, there have been 
no significant changes in staff structure 
in terms of gender. Women still account 
for more than a quarter (27%) of all 
the Company’s employees, which is quite 
high for a manufacturing enterprise.

Employees aged 30 to 50 make up 
the largest share of thestaff structure 
(66% in 2019 vs. 64% in 2018), due to the 
specific nature of production activities.

There have been slight changes in staff 
distribution by job category compared 
to the previous reporting period. In 2019, 
workers made up 76.2% of the Company’s 
staff (77.4% in 2018), while middle 
managers, specialists, and non-manual 
employees accounted for 23.7% (22.5% 
in 2018).  The share of senior executives 
remains unchanged and makes up 0.1% 
of the total staff.

48,520

Headcount

Average headcount

Turnover rate

Female

Male

Under 30

Over 50

30-50

Senior executives

Workers

Managers, specialists

Belgorod Region

Orenburg Region

Kursk Region

2017

5.5%

7.5%

5.6%

2018 2019

44,303
45,549

43,453 43,152

46,514

Headcount and employee turnover, 2017–2019, people Headcount by gender, 
2018–2019

Headcount by employee 
category, 2018–2019

Headcount by age,  
2018–2019

Headcount by region,  
2019

73%
73%

66%
64%

76.2%
77.4%

2019
2018

2019
2018

2019
2018

2019

27%
27%

14%
16%

23.7%
22.5%

22%

26%

52%

0.1%
0.1%20%

20%

 GRI 102-7, 102-8, 401-1
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Metalloinvest is one of the largest employers  
in the regions of operation. 

Metalloinvest recruitment policy 
is focused on hiring people in the 
local labour markets, which ensures 
employment and recruitment 
of graduates from higher and secondary 
specialised (vocational) educational 
institutions in Belgorod, Kursk 
and Orenburg regions.  

The Board of Directors is constantly 
monitoring the Company’s access 
to skilled personnel and keeps track 
on the labour market situation. HR 
departments regularly report to the 
Board of Directors on the education 
support initiatives and provides data 
on the labour market analysis by regions 
of operation and by basic skills.

To find the right job candidates 
and specialists, the Company uses a wide 
range of communication channels:

 — Internet and social media;
 — Media;
 — Job fairs;
 — Career guidance activities;
 — Participation in open days 

at educational institutions.
 
In order to attract skilled staff 
from other regions and ensure 
comfortable employee relocation 
between the Company’s enterprises, 
Metalloinvest is developing the Mobility 
Policy. The Policy provides for various 
activities, such as, relocation assistance 
and housing options. 

Metalloinvest is also implementing 
a focused programme “Young 
Specialist” providing that the Company 
compensates for relocation expenses, 
offers hiring options for employee family 
members, and covers additional housing 
costs for two years.

In liaison with vocational schools, 
the Company’s plants prepare students 
for regional WorldSkills championships 
as part of the National Education 
Project and the Young Professionals 
Federal Project. The Company attaches 
great attention to the modernisation 
of vocational schools, including through 
the provision of funds to purchase 
equipment and consumables 
for improving their basic infrastructure, 
facilities and equipment. It has become 
a commonplace to organise internships 
in the Company’s business units 
for teachers and professors thus helping 
them improve skills and adjust learning 
processes and training programmes. 
The Next Generation project at Ural Steel 
serves as a bridge between generations 
– retired workers, knowledge holders, 
and students.

The Company’s successful cooperation 
with vocational schools, colleges 
and higher educational institutions in the 
regions of its presence is evidenced 
by the fact that in 2019 the share 
of young employees (under 30 years 
of age) amounted to 60% of the total 
number of candidates hired.

COOPERATION 
WITH EDUCATIONAL 
INSTITUTIONS

 
Development of promising talent pool 
is one of the areas of Metalloinvest’s 
personnel policy. The Company 
cooperates with educational institutions 
at various levels and regularly 
implements programmes for students 
at schools, vocational and higher 
educational institutions. Students 
in the regions of operation may 
be awarded grants for admission 
to vocational schools and higher 
educational institutions for specialised 
training and educational programmes 
corresponding to the Company’s 
activities. 

Metalloinvest’s plants are jointly 
developing curricula for higher 
education institutions and vocational 
schools based on specific staffing 
requirements of an enterprise. 
In addition to this, the Company offers 
scholarship programmes for students. 
Students and graduates can get an 
internship at the Company, which 
is an excellent opportunity for future 
employment. Metalloinvest actively 
cooperates with NUST MISiS and its 
regional branches, Gubkin Mining 
and Polytechnic College, Zheleznogorsk 
Mining and Metallurgy College, 
Novotroitsk Polytechnic College, 
and Oskol Polytechnic College. 

New hires, 2017–20191

1,668

916 368 541 708

1,001 1,037 1,448

LGOK

MGOK

OEMK

Ural Steel

5,154

2,533

3,650

20
17

20
18

20
19

1,2336507271,040

 GRI 401-1

1  Distribution of enterprises by region of presence: LGOK, OEMK are located in Belgorod Region; MGOK is in Kursk Region; Ural Steel is in Orenburg Region. 
Number of employees hired in 2019 by gender: 2,558 men, 1,092 women.
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Metalloinvest determines professional development  
and employee engagement as its priority. 

The Company works on the new corporate 
culture and transforms corporate training 
programmes in line with the sustainability 
principles. For employees, this is the 
demonstration of our commitment 
to continuous development of their skills 
and promotion of learning opportunities.

In 2019, the Company invested 2,135,129 
hours in employee, an increase of 35% 
from 2018. The average number of staff 
training hours increased by 37.5% 
to 49 hours.  

In 2019, every employee devoted 
about 6.4 days to professional training 
and development, on average. 

Metalloinvest enterprises also took part 
in a special programme of professional 
training and continuing professional 
education for employees approaching 
retirement age, which is implemented 
at the initiative of the Russian Government. 
In total, the Company’s training centres 
accepted 257 employees. 

Corporate training programmes and projects in 20191

Metalloinvest is forming its corporate training programmes  
aimed at developing the professional competencies 
of employees at all levels and positions.. Development 
programme (for senior executives),Production Leaders Institute 
(for department heads and workshop managers and foremen 
) – these programmes are based on the MBA principles and focus 
more on the development of managerial and leadership skills. 
Their main feature is an integrated approach, which shapes 
the philosophy of holistic business thinking at all management 
levels.

Key corporate training programmes in 2019:

 — Comprehensive development programme;
 — Production Leaders Institute;
 — Foreman School.

In 2019, the Company’s internal trainers also developed 
and implemented four training courses:

 — “Enhancing Technical Competencies in HSE” as part of the 
Production Leaders Institute programme; 

 — “Ensuring Safe Environment at Production Site” as part of the 
Foreman School programme;

 — “Business System Development” as part of the Foreman 
School programme;

 — “Emergency and Fire Training: Topical issues”.

CORPORATE TRAINING PROGRAMMES

PROGRAMMES AND PROJECTS DESCRIPTION RESULTS

Comprehensive development 
programme for key executives

The main goal is to create progressive formats for team and horizontal interaction 
in order to accelerate the implementation of key projects. 

Participants – top management.

42 representatives  
of top management

5 final projects

Production Leaders Institute The main goal is to expand professional horizons of managers who are ready 
to convey and support the ongoing changes following the introduction 
of advanced approaches to the Company’s process management. 

Participants – department heads and workshop managers (middle management).

186 department heads 
and workshop managers, including 
succession candidates for the 
position of department head/
workshop manager  

52 final projects

Foreman School The main goal is to increase performance of foremen activities in the field 
of occupational health and safety, management, employee motivation 
and incentives as well as to develop innovative thinking and problem-solving skills 
in the workplace

The programme is developed and implemented by internal trainers of the 
Company.

Participants – foremen.

1,776 foremen

Corporate programme "Integral 
Development of Procurement 
Department Staff"

Targeted development of the Procurement Department employees. 430 employees

Raising awareness of corruption 
and fraud prevention among 
the Company’s employees

Anti-corruption training of employees 
involved in corruption-sensitive 
business processes

Online courses for employees. 24.1 thousand employees 

690 managers

 GRI 404-1   Annual average training hours per employee by category, 2017–2019
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38

45

43

58

30

33

46

Senior executives

Managers, specialists

Workers20
17

20
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20
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20
17

20
18

20
19

17

34

32

30

28

33

15 68

17 66

79 62

Average annual training hours per employee by business unit, 2017–2019

LGOK

MGOK

OEMK

Ural Steel

 GRI 404-2

Spending on employees’ training, 2016–2019

YEAR
SPENDING ON EMPLOYEES’ 

TRAINING, million roubles
REVENUE, 

million roubles
%  

of revenue

2016 87.6 258,442.6 0.03%
2017 105.8 358,893.8 0.03%
2018 121.6 499,286.8 0.02%
2019 128.1 430,886.8 0.03%

1  The perimeter of calculating the indicators of Foreman School, the corporate programme “Integral Development of Procurement Department Staff”  
and Production Leaders Institute includes LGOK, MGOK, OEMK, Ural Steel, UralMetCom and Management Company. 
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CORPORATE 
UNIVERSITY

TALENT  
POOL  

PROGRAMME  
FUTURE GENERATIONS   

Metalloinvest’s Corporate University 
was established in 2019. Corporate 
University programmes aim to develop 
managerial and leadership skills 
and cover the following topics: 
principles of employee management, 
goal setting and resource planning, 
economics, occupational and industrial 
safety, integration of innovations 
and digitalisation of existing business 
processes, and the business system 
principles.

The Corporate University supports 
changes and transformations through 
the culture of continuous learning, 
mentoring and internal coaching, 
and promotes the development 
of collective innovations 
and rationalisation. A major priority is to 
increase the employee involvement 
by creating and constantly improving 
the transparency of Metalloinvest’s 
training, development and career 
promotion system.

FOREMAN SCHOOL – A NEW CORPORATE 
TRAINING PROGRAMME 

Successful management of business 
units and departments at such a large 
industrial company as Metalloinvest, 
effective implementation of strategic, 
tactical and operational tasks requires 
an in-depth understanding of all 
business processes from the Company’s 
leaders. When selecting the candidates 
for leadership roles, Metalloinvest 
intends to fill a vacancy using internal 
recruitment options to the highest 
possible extent. For several years, 
the Company has been implementing 
the talent pool programme to identify, 
nurture and ensure development of the 
most promising employees. In 2019, 348 
employees took part in the programme.

Following the Corporate University 
establishment in 2019, the talent pool 
programmed has moved to a new 
stage of development. The programme 
is powered by the Corporate University 
jointly with top Russian universities. 
All related processes are formalised 
and governed by relevant regulations. 
In 2019, the candidate screening 
and selection process was modified, so 
it became more open and transparent. 
Staffing committees have been 
established at all Metalloinvest 
enterprises. The Company has 
developed and introduced a three-stage 
selection process.

Metalloinvest plans further work 
to develop the necessary skills, 
knowledge, and competencies of its 
talent pool members, involving them 
in solving urgent business issues. 
In 2020, the Company intends 
to perform the following activities: 

 — quarterly meetings with 
management;

 — integration of talent pool members 
into deliberative processes;

 — holding events to exchange 
experience and share best practice 
with peers, i.e. leaders in the mining 
and metals sector.

In March 2019, Metalloinvest launched 
the corporate mentoring and succession 
programme Future Generations. 
The programme objective is to raise 
change leaders, while preserving 
the best traditions adopted in the 
Company. 

As part of the programme, 
Metalloinvest’s top managers 
and enterprise directors met with 
participants of the Production Leaders 
Institute programme, the Company’s 
talent pool members, and promising 
employees. Regular meetings were held 
quarterly at each enterprise - LGOK, 
MGOK, OEMK and Ural Steel.  

The programme participants shared 
their experiences and discussed 
the Company’s strategic goals 
and priorities. The format of the Future 
Generations programme provides 
an opportunity for Metalloinvest’s 
employees and its leaders to jointly solve 
problems as one team, thus increasing 
the work efficiency. 

In 2019, 11 top managers took part 
in the Future Generations events: 
12 meetings were held with more than 
250 members of the Company’s talent 
pool. 

39

A thorough assessment 
of candidates with 
the involvement 
of external contractors.

Local Staffing 
Committee 
at enterprise 
level reviews 
and nominates its 
candidates

Information 
on nominated 
candidates  
is submitted  
to the head office

Central Staffing 
Committee reviews 
candidate data for  
a final decision

Selection of suitable candidates for the talent pool 

In 2019, the Company launched 
a new large-scale corporate training 
programme Foreman School for line 
managers aimed at improving 
the professional and managerial 
competencies of the foreman. This 
programme is a logical continuation 
of the Production Leaders Institute 
for middle managers, that has been 
implemented since 2017. Both initiatives 
are aimed at creating a new business 
culture and training change leaders.

Foreman School has started on the 27 
of August 2019 with a business game 
“Maestro of Management”. The business 
game was carried out by a third-party 
provider Nordik for three days.

Business simulation models the work 
of the Company in a competitive market 
and develops the key competencies 
of managers: innovative thinking, 
systems thinking, decision making, 
leadership. The training demonstrated 
the hard work, perseverance, high 
involvement of its participants - foremen 
of Metalloinvest enterprises and gave 
a new impetus to their desire to develop.

The programme Foreman School 
is developed and implemented 
by internal trainers of the Company 
and consists of five modules:

 — Formation of a safe environment 
at the production site;

 — Development of a Business System;
 — Management of production 

personnel;
 — Development of personal 

effectiveness;
 — Innovative thinking and problem-

solving in the workplace.
 
In 2019, 1,776 foremen completed  
the new development programme.

1 776 

foremen completed the new  
development programme  
in 2019
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Minimum wage                                       Minimum wage 
without bonus                                         including bonus

The structure of the minimum wage in Metalloinvest1, roubles

The Company’s employee remuneration system 
comprises a set of financial and non-financial incentives. 

The Company provides employees with competitive salaries and offers one  
of the best social benefits packages within the industry. Employees have access 
to career advancement opportunities, professional development, and active 
social life.

Salaries at Metalloinvest enterprises 
ensure a good standard of living 
for employees according to regional 
standards. 

The pay scales are higher than 
the market median and keep up with 
annual inflation. During 2014–2019, 
depending on the enterprise, average 
earnings of Metalloinvest employees 
increased by 43-51%, significantly 
outstripping the growth of consumer 
prices. In 2019, the average monthly 
pay increased by 10%: 5% owing 
to indexation, and another 5% is a bonus 
for compliance with occupational safety 
requirements.

In December 2019, the Company 
adopted Metalloinvest Incentive Strategy 
up to 2023.

The size of remuneration depends 
on the employee performance. 
The Company prohibits discrimination, 
adheres to a fair approach to the award 
of wages and salaries, and guarantees 
equal opportunities for promotion 
and career progression.

The remuneration consists of two main 
parts: base or fixed salary and variable 
part. The level of remuneration depends 
on the scale of pay for the specific grade, 
but the final size is calculated based 
on the employee performance and skills.  

The variable remuneration includes 
pay-outs determined by KPIs 
and quarterly bonuses for employees 
who demonstrate a strong OHS culture. 
Employees can also receive a one-
off bonus payment for innovation, 
operational improvements and other 
achievements. 

In 2019, additional KPIs were introduced 
for the Company’s managers to support 
implementation of risk minimisation 
measures.

MOTIVATION AND NON-FINANCIAL 
INCENTIVES

REMUNERATION SYSTEM

Metalloinvest maintains a high level of employee involvement 
and engagement, therefore special attention to non-material 
motivation of employees, encouraging their contribution 
to solving production problems, and noting their achievements. 
These efforts are performed in accordance with local regulations 
and provisions of the Collective Agreement. 

Since 2019, the unified reward policy applies at all Metalloinvest 
enterprises: the Company approved Regulations on Corporate 
Awards and Standard Regulations on Reward Activities. High 
achievements and excellence of Metalloinvest employees can be 
recognised by both corporate and state, departmental, regional 
and municipal awards.  

For employee recognition, the Company has implemented 
the following types of corporate awards:

 — Honorary title “Distinguished Employee of Metalloinvest”;
 — Honorary title “Person of the Year”;
 — Medal «For the Implementation of a Major Investment Project»;
 — Certificate of honour «Metalloinvest»;
 — Gratitude “Metalloinvest”.

 
Employees eligible for a corporate award receive a cash bonus. 
In addition to corporate awards at Metalloinvest enterprises, there 
are several local awards.  

The nomination and recognition procedure for corporate awards 
is quite transparent. Candidates are screened and approved 
at enterprise level, and then by the Company. The final decision 
on awarding is made by Special Committee on Employee 
Recognition. 

17,458
16,412 16,705 16,936

11,280
12,838

11,280 11,280

LGOK OEMKMGOKUral Steel

Entry level wages                                  Minimum monthly wage 

(Orenburg Region)    (Kursk Region) (Belgorod Region) (Belgorod Region)

Entry level wages at Metalloinvest vs. official minimum wage  
for each region of operation, 2019, roubles

Average pay of the Company’s employees by region of operation,  
2019, roubles

46,525
49,502

53,409

32,834 32,643
34,320

Orenburg Region Kursk Region Belgorod Region

Company average pay                                             Regional average pay

Compensation package

Compensation 
package

Salary

Social benefits

Base salary

Variable 
remuneration

 GRI 202-1  GRI 102-41

43,917

35,822

39,494

46,525

20
18

20
19

20
17

20
16

20
15

34,685

43,899

39,880

42,737

49,502

38,627

47,494

41,607

45,217

53,409

40,532

Ural Steel                                     MGOK                                  LGOK and OEMK
(Orenburg Region)                          (Kursk Region)                       (Belgorod Region)

Average pay at Metalloinvest vs. average wage  
for each region of operation, 2019, roubles

1  The minimum wage in Metalloinvest consists of two parts: base and bonus, which are paid regularly and without fail
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In 2019, Metalloinvest maintained 
its focus on increasing employee 
engagement. The Company understands 
employee engagement as the extent 
to which employees feel proud 
and passionate about their jobs, are 
ready to recommend the Company 
to other people, are committed to the 
organisation, and put discretionary effort 
into their work.

Since 2013, the Company has 
been conducting the “Your Voice” 
engagement survey. This survey helps 
establish and implement a systematic 
approach to developing the loyalty 
and engagement of Metalloinvest 
employees in order to retain the best 
talent and improve business processes.

The previous survey was conducted 
in 2017. Its findings were used as inputs 
for further recommendations, which 
gave improved results in all areas.

In 2019, 30,236 Metalloinvest’s 
employees, took part in the survey1 
The study demonstrates a high level 
of employee loyalty to the Company: 
71% of respondents feel proud that 
they work at Metalloinvest, 74% are 
ready to recommend the Company 
to their relatives and friends as a good 
employer, 59% of employees are ready 
to go the extra mile to achieve corporate 
targets.

The key strengths of Metalloinvest 
remain the same: training 
and professional development, provision 
of necessary business information, 
encouraging cooperation and exchange 
of ideas. 

Metalloinvest’s survey results are 
considerably higher than the industry 
benchmarks. 

The share of effective employees2 
in Metalloinvest is 45%. Among 
the enterprises participating in the 
survey, the largest number of effective 
employees work at Ural Scrap Company 
(79%).

EMPLOYEE ENGAGEMENT

1  The perimeter of the calculation also includes the Management Company, LLC UralMetKom, LLC MKS, LLC GSA Group.

2  Effective employees - employees who demonstrate high involvement and have the conditions for successful work.

Foster the culture  
of innovation and openness

Understanding the principles 
of remuneration

Trust in senior  
management

Greater awareness 
and understanding of the ways 
and methods used to submit 
innovative ideas

72%  +4
positive percentage 
answers points

 
More employees are motivated 
to put new ideas forward, more 
effective ways to solve problems

64% +6 p.p.

Employees feel free to voice their 
opinions openly, without fear 
of negative consequences  

69% +10 p.p.

Increase in the share 
of employees who understand 
the basics of how their salary 
structure is formed 

74% +4 p.p.

 
 
Increase in the share 
of employees who gave positive 
answers to the question on fair 
salaries for work performed 

48% +1 p.p.

53% +1 p.p.

of employees believe that 
the existing incentive system 
motivates them to improve their 
performance

69% +6 p.p.

of employees express trust 
and confidence in the Company’s 
top management

 
Higher score for assessing 
the level of openness 
and honesty of senior 
management towards their 
employees in terms of disclosures 
and general awareness

67% +4 p.p.

2019 survey results

2017 RECOMMEN-
DATIONS

2019 RESULTS

45%30,236 79%
accounted for the proportion 
of effective employees

people participated in the survey effective employees work  
at UralMetCom

REMUNERATION AND INCENTIVES SYSTEM
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Metalloinvest offers one of the best social 
benefits packages within the industry. 
The Company implements a wide range 
of programmes for employees, members 
of their families and former (retired) 
employees. In 2019, Metalloinvest’s 
spending on internal social programmes 
exceeded 2.9 billion roubles.

In the era of transformation 
and digitalisation of production 
processes, the Company focuses 
on professional development of its 
employees, and strengthens social 
initiatives that motivate people to work 
hard and promote efficient long-term 
cooperation. 

Metalloinvest performs regular evaluation 
of existing social programmes, thus 
making it possible to quickly adjust 
the relevant social support measures. 
The Company considers all important 
factors of social programmes, such as 
demand, efficiency, and relevance. 

In 2019, the Company conducted 
a survey of employee satisfaction with 
the social benefits package and the level 
of demand for its individual components. 
Based on its findings, the Company has 
developed a set of measures to improve 
social and living conditions of its 
employees: better meal service at work 
and repairs of non-production premises.

 
Since 2017, Metalloinvest has been 
implementing a large-scale Programme 
for Development of Catering Services 
for Employees. The Programme provides 
for an integration of catering services 
for LGOK and OEMK employees through 
a single operator – TPA LLC (Trading 
and Production Association). In 2019, all 
catering operators were reorganised into 
a single authority managed by TPA LLC. 
Since 2020, TPA has been responsible 
for all catering services at LGOK and OEMK 
provided by food stations at the plant 
and around the city.  

This project introduces common, enterprise-
wide standards, improves the quality 
of meals and the service level, reduces 
costs and establishes attractive prices 
for such services. In 2019, Metalloinvest 
spent over 40 million roubles on technical 
re-equipping and upgrade of catering 
enterprises. The Company installed modern 
cooking equipment, upgraded staff canteens 
and purchased new furniture, dishes, 
and cutlery. We will continue to work on this 
project in 2020.  

In 2019, Metalloinvest developed 
the Corporate Standard for Ablution Facilities 
of the Company’s Manufacturing Enterprises. 
The Standard establishes uniform technical 
specifications for these facilities in terms 
of design, layout, equipment, fire safety 
requirements and sanitary standards. 
It covers the following types of facilities: 
lavatories, showers, changing rooms, 
washrooms, personal hygiene rooms 
for women, and workwear locker rooms. 
In 2020, the Company plans to launch 
the programme and complete the first stage 
of repair of ablution facilities in accordance 
with the Standard.  

INTERNAL SOCIAL POLICY IMPROVING SOCIAL  
AND LIVING CONDITIONS  

Metalloinvest provides employees with comfortable 
social conditions at enterprises.
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Metalloinvest’s social benefits package includes a wide range of benefits  
and compensations, including:

transportation 
of employees 
to and from 
work

providing hot 
meals

health 
promotion, 
prevention, 
treatment and 
rehabilitation 
of employees, 
including 
health resort 
treatment

incentive 
payments for 
significant 
events and 
holidays/
important 
dates

financial aid

sponsorship 
for sports, 
cultural and 
other events

recreation for 
employees’ 
children with 
partial or full 
payment of 
health resort 
voucher by the 
Company

New Year’s 
gifts for 
employees’ 
children

compensation 
in case of 
injury or death

retirement 
benefits
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HEALTHCARE AND RECREATION

Concern and care for the health 
of employees and their families is one 
of the priorities of Metalloinvest’s 
social policy. Treatment and preventive 
campaigns are implemented at the 
Company’s health resorts and third-party 
health institutions.

The Company has 18 social facilities 
on its books, including healthcare 
facilities , recreation facilities, children’s 
camps, and sports facilities. Sports, 
cultural and recreational events 
are annually held at these facilities 
for employees, members of their 
families, and retired (former) employees. 
In 2019, Metalloinvest spent 417 
million roubles on the maintenance 
and development of social facilities (14% 
of all funds allocated to internal social 
programmes). 

In 2019, about 7,000 employees of the 
Company spent time in health resorts 
of the Caucasus, the Black Sea coast 
and Central Russia. 

Every year, summer camps are organised 
for employees’ children where they 
have an opportunity to receive wellness 
treatment, work out and go hiking. 

In 2019, a pilot project was implemented 
at OEMK and LGOK to provide seaside 
recreation for the employees’ kids. 360 
children enjoyed rest in the children’s 
health treatment and recreational facility 
«Pearl of Russia» in Anapa. 

The employees of MGOK and LGOK have 
an opportunity to enjoy vacation with 
their children using the family voucher 
“Mother and Child”.

In total, more than 4,600 children spent 
time in corporate and third-party health 
institutions in summer 2019.

7,000

More than  

4,600

employees of the Company 
spent time in health resorts 
of the Caucasus, the Black 
Sea coast and Central Russia 
in 2019

children spent time in corpo-
rate and third-party health 
institutions in summer 2019

Alliance of Metalloinvest’s recreation centres under the Vmeste Park (Together Park) Brand

In 2019, the Company launched one 
of the r projects as part of the Programme 
of Development of Social Facilities, which 
provides for uniting Metalloinvest’s 
recreation centres in Belgorod Region 
under the single brand Vmeste Park. 
The name of the new multifunctional 
complex was chosen by the Company’s 
employees during the survey. In 2019, 
recreation centres were assessed 
for compliance with the requirements 
of Regulations on the Hotel Classification: 
some facilities were rated 2 stars.

A shared area and single infrastructure 
resulted in changes to the procedure 
for the provision of services. To draw 
attention of local residents to the 
complex, the Company launched a large-
scale communication campaign.

The Company has developed 
and approved a Loyalty Programme 
for its employees providing for 13%-27% 
discounts on services. We offer similar 
loyalty programmes to our employees 
who work at other social facilities of the 
Company.

Due to these changes, the complex 
became more popular, and provided 
rest for almost 20% more vacationers 
compared to 2018. Numerous corporate, 
sports, family events were held. In 2019, 
about 25,000 people in total participated 
in the events held on the territory 
of Vmeste Park, which is 85% more than 
in 2018. 

In 2020, the Company will continue 
to expand the range of services offered 
by Vmeste Park and take further steps 
on its development.

4746 МЕТАЛЛОИНВЕСТ

CORPORATE EVENTS

Historically, the Company holds various events, thus involving 
and knitting the employees altogether, familiarising their 
family members and residents of the regions of operation with 
corporate values. 

Since 2011, the Company annually holds corporate sports 
and athletic contests: local competitions at enterprise level 
and then, a big corporate-wide event involving all the plants. 
They alternate winter and summer sports. The Games venues 
are changed annually – each year one of the enterprises hosts 
a sports day.

In February 2019, Metalloinvest held its second Corporate Winter 
Sports Competition. The event brought together over 250 
participants who made up seven teams. Participants competed 
in six kinds of sport: Russian hockey in felt boots, ice hockey, 
skiing races, curling, skating, and biathlon. 

Steelworker’s Day is one of the outstanding and most beloved 
holidays, held at all enterprises of the Company. This holiday is a 
citywide event, since the life and work of most residents of the 
towns where Metalloinvest operates is to some extent connected 
with the Company’s plants. In 2019, Stary Oskol celebrated 
a double jubilee – Steelworker’s Day and 45th anniversary 
of OEMK. Ural Steel will celebrate its 65th anniversary in 2020.

On New Year’s Eve and during the holiday season, it has already 
become a tradition for the Company’s enterprises to organise 
shows for employees’ children and charity giving trees with 
gifts for kids under the patronage. Every year, the children of all 
Metalloinvest’s employees aged under 14 receive traditional 
gifts from the Company. New Year’s gift sets are also awarded 
to former miners and steelworkers – veterans of the Great 
Patriotic War.

About 

25,000 

people in total participated  
in the events held on the territory  
of Vmeste Park

For more information about 
the Company’s healthcare facilities 
and prevention of occupational diseases,  
see the Employee Health section (p. 76).  

SOCIAL SUPPORT FOR EMPLOYEES

 GRI 403-6
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RETIREE SUPPORT SOCIAL SPENDING
 
In 2019, the Company’s social 
expenses allocated to support its 
employees and retirees amounted 
to 2,987 million roubles, which is 6.5% 
lower than in 2018. The reason 
for this was more effective spending 
and targeted investments in the 
social support system. Some social 
facilities were recorded as municipal 
assets therefore they were funded 
from local budgets. At the same time, 
the Company increased its spending 
for retiree support, event management 
and recreational programmes 
for children.

In 2019, the Company spent 500 million roubles, or almost 17% of the budget for internal 
social programmes, to support the retired (former) employees of Metalloinvest. 

Social support programmes for retired personnel provide for the following initiatives:

 — monthly financial aid;
 — financial aid packages for people facing difficult or volatile circumstances;
 — incentive payments to participants in the Great Patriotic War and home front workers;
 — medical care and health resort treatment;
 — arranging sports and cultural events for holidays and festivities.

 
Metalloinvest volunteers also provide support to seniors and elderly people.

Retired workers are involved in career guidance with students as tutors. In 2019, a project 
to help students choose their future career was launched at Novotroitsk Polytechnic 
College (Ural Steel’s primary educational institution.), which received grant support from 
Metalloinvest for winning the Let’s Do It Together! competition. As part of this project, 
seniors share knowledge, experience and love for the profession with their students. 

Total spending on internal social 
programmes, 2015–2019, mln roubles

Spending on internal social programmes, 2019

3,068

2,308

3,195

2,560

2,987

20
17

20
15

20
18

20
16

20
19

3.0 
bn roubles

RUB 2,987mln

the Company’s social expenses 
allocated to support its employees 
and retirees

SOCIAL SUPPORT FOR EMPLOYEES

2019

Transportation to and from work, meal benefits 30%

Retiree support 17%

Healthcare and health resort treatment 16%

Expenditures on social facilities 14%

Other social programmes 10%

Financial aid 4%

Sports and cultural events 4%

Healthcare and recreation for employees’ children 3%

Incentive payments (of non-production nature) 2%
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The Code of Corporate Ethics is the main 
document which defines corporate 
standards of ethical behaviour, 
communication, external and internal 
interaction for all the Company’s 
employees.

The key objectives of the Code 
of Corporate Ethics:

 — adoption of company-wide 
rules and standards of business 
conduct of employees to drive 
the Company’s sustainable 
development;

 — development of corporate culture 
based on high ethical standards;

 — maintaining and strengthening 
trustful relations between 
the Company and the business 
community, enhancing 
the Company’s reputation 
and positive image.

Metalloinvest is building a new corporate culture which 
assumes that employees take a more initiative approach 
and are actively engaged in developing their skills 
and acquiring new knowledge.

Metalloinvest’s priority in corporate culture  
is the creation and implementation of common  
values and common principles for all enterprises.

The Code provides practical guidance 
and advice regarding ethical behaviour. 
Each section contains references 
to corporate documents applicable to a 
specific ethical issue along with the list 
of departments and officials authorised 
to provide advice as to the compliance 
with the Code’s provisions and necessary 
action to be taken in case of unethical 
behaviours. 

We accept challenges associated 
with the generational shift and new 
people. The world is changing, and the 
corporate culture shall adapt to the new 
reality for the Company to maintain its 
leadership.

When it comes to employee 
engagement, trust is an important 
factor, therefore we put great emphasis 
on developing internal and external 
communication channels. We have 
launched social media accounts for the 
biggest corporate charity programmes, 
deployed the corporate TV and a chat 
bot for employee communication.

The Company institutes a culture 
of dialogue and feedback. Metalloinvest 
provides its managers with constant 
training on feedback issues. This 
enables us to maintain a high level 
of employee engagement and cultivate 
a culture of trust towards the Company’s 
management.

We strive to be more transparent 
and increase the clarity of our messages: 
we want to show that our sustainable 
development efforts are the key factor 
for business growth. The Company’s 
management supports these efforts, 
which is extremely important.

The provisions of the Code are binding on all the Company’s employees. 
The Code establishes corporate values which lie behind the key principles  
of work:

leadership liability teamwork high
performance
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As part of new Metalloinvest’s social strategy, the corporate volunteer programme 
“Respond!” was launched in Stary Oskol and Gubkin (in 2018), and in Zheleznogorsk 
and Novotroitsk (in 2019). The programme goal is to instil corporate values, involve 
employees in solving significant social problems, and develop professional skills 
and personal qualities of employees. As part of this programme, the Metalloinvest’s 
employees have an opportunity to identify significant challenges facing the towns 
of operation and help address them acting as one big team jointly with the Company. 

It is important for Metalloinvest to engage its 
employees in sustainable development, build 
confidence in the Company’s obligations and provide 
opportunities to contribute to their implementation.

For more information about 
the programme, see the Responsibility  
to Society section (p. 139).

Metalloinvest sets the following goals for 2020 and the medium-term regarding 
personnel management:

  prepare an online course on environmental safety and sustainable development 
for the Company’s management, provide training for managers;

  launch the programme to improve social conditions and conveniences at enterprises, 
upgrade non-production premises;

  go further with the implementation of the pilot project “Children’s Recreation» 
for children of employees;

  launch the pilot project for health resort treatment of employees;

  launch the project-based bonus programme to motivate employees engaged 
in project teams;

  automate goals setting and KPI processes;

  develop the distance learning system following its subsequent centralisation, update 
and strengthen the existing culture of distance education; create e-learning courses;

  continue with the implementation and improvement of a talent pool programme. 
Scale-up the assessment of managers to select and add candidates to the Company’s 
talent pool; 

  further cooperation with educational institutions: provide sponsorship, develop 
cases and lead participation of students of vocational schools and higher educational 
institutions in Russian Championships;

  continue with the implementation of the Foreman School programme;

  develop an internal training culture, promote mentorship practices;

  develop leadership skills among the top management, hold strategic sessions;

  conduct a survey to measure employee satisfaction and engagement, further work 
on improving engagement mechanisms, and support for changes in Metalloinvest’s 
corporate culture;

  integration, enhanced cooperation and interaction on strategic projects for the 
development of business system and OHS framework at Metalloinvest.
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