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Abstract: The Internet's Ability To Eliminate The Gap And Transmit Large-Scale Data Immediately Influences 

Many Life Fields And Profoundly Affects Indusial Development And Processes. These Changes Have Been 

Seen Earlier In High-Tech Production. Parallel To The Changing Environmental Structure, This Effect Cannot 

Be Avoided By Companies Operating With Traditional Technologies. This Study Looks At The Idea Of 

Industry 4.0 As A Concept And Examines The Manager's Perception Of The Process From The Perspective Of 

Human Resources Management Of The Four State-Of-The-Art Technology Companies Operating In The 

Region Of Bursa. The Management Needs To Address The Allocation Of Human Resources In Order To 

Maintain And Expand An Organisation Throughout The Era Of Industry 4.0. A Strategy Is Needed To Build A 

Stronger Organisation. The Method Of Analytical Hierarchy Is Chosen As The Basis For Defining The Best 

Alternative Plan. The Results Of The Study Indicate That Building A Learning Culture Is A Crucial Effort By 

Management To Apply The Skills-Based Management Strategy For Human Resources During Industry 

Generation 4.0. 

Keywords: Industry 4.0, Internet, Big Data, Smart Factories, Human Resources Management. 

1. Introduction  

Industrial Growth Is Nowadays Driven By International Rivalry And The Need To Quickly Adapt Production 

To Shifting Market Demands. Only Fundamental Development In Present Production Technology Can Satisfy 

These Conditions. Industry 4.0 Is A Promising Way Of Developing And Converging Markets And Integrating 

All Participants Into The Company's Value Chain (Suppliers And Customers).The Theoretical Components Of 

The Criteria Encompass The Application To Industrial Production Systems Of The General Notions Cyber- 

Physical Systems (Cps) (Iot). The "Execution System" Of Industry 4.0 Is Therefore Based On Cps Building 

Block Linkages. They Are Embedded, Decentralised Monitoring And Advanced Network Systems That Collect 

And Communicate Data In Real Time For Industrial Process Identification, Monitoring And Optimisation. 

Furthermore, Full Software Support For The Smooth Integration Of Production And Business Processes Is 

Essential, Focusing On Decentralised And Tailored Mes Versions And Corporate Resource Planning. 

Manufacturing Execution Systems (Erp). The Third Key Factor Is The Management Of A Large Number Of 

Systems, Devices And Products Data. Usually, The Data Is Stored In The Cloud. These Data Include 

Comprehensive Analyses Which Lead To Useful Knowledge Of 'Raw' Data And Eventually Concrete 

Behaviour Supporting An Adaptive, Self-Optimizing Industrial Production Process. 
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In Late 2012, General Electric Developed The Industrial Internet Idea In North America. It Is Considered A 

Near Convergence Of Physical And Digital Worlds That Combines Substantial Data Processing With The 

Internet Of Things. It Covers Power Generation, Distribution, Health, Engineering, The Public Sector, 

Transportation And Mining [1] And A Much Broader Range Of Applications Such As Industry 4.0. The 

Industrial Internet Consortium, Which General Electrics And Some Other Firms Established, Is Expected To 

Help 46% Of The Global Economy [2]. 

The Arrangement Of Human Resources Is An Important Aspect That Must Be Considered By Management To 

Maintain And Develop An Organisation In The Era Of Industry 4.0. The Symptoms Caused By Industry 4.0 

Indirectly Encourage Or Force The Organisation To Prioritise Human Resource Management For Its Survival 

And Further Development. The Aim Of Human Resource Management Is To Engage, Motivate, And Maintain 

The Employees In Their Roles, But The Administrative Functions Related To This Aspect Are Always 

Complex And Labour-Intensive. Many Approaches Can Be Used By The Management To Develop Its Human 

Resources. Al-Azzeh And Aimed To Create Sustainable Organisations By Developing Excellent Human 

Resource Competencies. Kumar (2014) Stated That A Competency-Based Human Resource Management 

Approach (Cb-Hrm) Is A Suitable Method For Developing Organisation And Competence Since Various 

Activities Are Integrated. 

2. Concept Of Industry 4.0 

2.1 Industrial Revolutions 

The Diagram Below Provides A Timetable For Production And Market Growth In General 

 

Figure 1: Industrial Revolutions Overview 

A. First Industrial Revolution: 

 By The End Of The 18th Century Computers Were Brought Into Production By The British Industrial 

Revolution (1760-1840). The Use Of Steam-Driven Motors And Water As A Power Source From Manual 

Production. 

This Has Been Of Great Assistance To Agriculture And The Word "Factory" Has Become A Little Familiar. 

The Textile Business Was One Of The Areas That Notably Profited And The First To Embrace These Practises. 

It Was Still A Key Element Of The British Economy At That Time. 

B. Second Industrial Revolution: 
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The Second Dates Back To 1870-14 (Although Certain Characteristics Date Before 1850) And Has Been 

Incorporated Into The Industry Via Existing Infrastructure Such As Telegraphs And Railways. Maybe The 

Advent Of Mass Production As The Main Means Of Production In General Was The Defining Feature Of The 

Period. 

Factory Electrification Added Enormously To Output Rates. Mass Production Of Steel Led To The Introduction 

Of Railways Into The Economy, Thereby Contributing To Mass Production. Chemical Advances, Such As 

Synthetic Dye Discovery, Also Reflect A Period When Chemistry Was In An Extremely Primitive State At The 

Time. 

While Such Groundbreaking Industrial Practises Ended With The Beginning Of The First World War. Mass 

Production Was Not Finished, Of Course, But Only In The Same Period, When No Technological Revolutions 

Are Included, Progress Was Made. 

C. Third Industrial Revolution 

The Third Person Is Maybe Significantly More Known To Us, As Most Individuals Now Know Industries 

Focusing On Digital Manufacturing Technologies. But Between 1950 And 1970, The Third Industrial 

Revolution Took Undertaken. 

There Is Often A Move From Analogue, Mechanical To Digital Technologies, Called The Digital Revolution. 

Some People Also Call The Information Era. The Third Revolution Was And Remains A Direct Consequence 

Of The Huge Rise In Computers And It. 

D. Fourth Industrial Revolution: Industry 4.0 

The Fourth Industrial Revolution Raises Manufacturing Process Automation To A New Level With The Use Of 

Personalised And Adaptable Mass Production Technology. This Means That Machines Function Separately Or 

Work With People To Establish A Customer-Oriented Production Environment That Supports Itself Actively. 

Instead, The Machine Is An Independent Entity Which Collects, Analyses And Advises Data. 

This Can Be Achieved By Incorporating Self-Optimisation, Self-Knowledge And Self-Adjustment Into The 

Industry. The Producers Should Communicate Rather Than Work With Machines. 

Today, The Fourth Industrial Revolution Has Been Inflamed By Information And Communication Technologies 

(Ict). The Smart Automation With Decentralised Control And Advanced Networking Of Cyber-Physical 

Systems Is Its Technological Foundation (Iot Functionalities). This Revolutionary Technology Reorganises 

Conventional Hierarchy Structures Into Self-Organizing Cyber Physical Production Systems, Which Enable 

Flexible Mass Production And Output Numbers. 

2.2 Industry 4.0 Origin 

The Notion Of Industry 4.0 Is Not Surprising For Germany, Which Boasts One Of The Worlds Most 

Competitive And Leading Industrial Equipment Industries. Industry 4.0 Is The German Government's Strategic 

Initiative That Typically Encourages Industrial Development Vigorously. In This Context Industry 4.0 Can Also 

Be Considered As A Move To Protect The Position Of Germany As A Leading Machinery And Automotive 

Manufacturing Country. 

At The 2011 Hannover Messe, The Basic Concept Was First Adopted. Since Its Introduction, Industry 4.0 Has 

Been Prominent In Germany On Various Occasions In The Scientific, Academic And Industrial Fields. 

• Internet And Iot Availability And Use, 

• Alignment Of The Company's Technological And Business Systems, 

• Real World Digital Mapping And Virtualization, 
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• 'Smart' Factory, Including 'Smart' Industrial And 'Smart' Goods 

The Implementation Of Industry 4.0 Is Also Linked To The Fact That, Apart From Being The Natural 

Consequence Of Digitalisation And Emerging Technology, Many Of The Up To Now Exploited Opportunities 

To Increase The Profit In Industrial Production Are Nearly Exhausted And New Opportunities Are To Be 

Sought. Production Costs Have Been Decreased By Introducing Just-In-Time Production, Lean Production 

Principles And, In Particular, By Exporting Countries With Lower Labour Costs. Industry 4.0 Is A Constructive 

Solution To Decreasing Industrial Production Costs. 

There Are Also A Range Of Other Advantages And Reasons To Use The Definition, Including: (1) Faster Time 

To Launch These New Products: (2) Improved Customer Response; (3) Custom Mass Production, Without 

Considerably Increasing Total Production Cost; 

2.3 Production System Of Industry 4.0  

Figure 2 Shows The Smart Plant Industry 4.0. Automated Transformation Into A Reconfigurable Manufacturing 

System Is The Most Essential Way. Reconfigurable Production Systems Are The Late Breakthroughs In The 

Design Of A Production System. Fixed Production Lines With Defined Job Machines Were The Initial Step In 

Producing A Single Product. The Next Step Is Modular Production Systems With Programmable Machines, 

Which Allowed A Variety Of Products To Be Produced, But Offered No Production Flexibility [5].  

As A Result Of The Recent Development, Production Systems Can Be Reconfigured To Fit Their Hardware 

And Software Components, According To Changing Product Type And Quantity Market Requirements. [6],[7]. 

Industry 4.0 Equipment Includes Cyber-Physical Structures, Ict-Based Integrated Physical Systems. They Are 

Independent Systems That Can Make Judgments On The Basis Of Algorithms For Machine Learning And On 

The Selection, Analysis And Efficiency Of Data In Real Time. Programmable Machinery (Cnc And Nc) Is 

Usually Used With A Wide Range Of Mobile And Self-Optimizing Agents And Robots. 

 

Figure 2: Smart Factory For Industry 4.0 

Even 'Smart' Devices Are Fitted With Embedded Sensors For The Location, Product Condition And 

Environment Through The Wireless Network To Collect Data In Real Time. Intelligent Goods Can Also Be 

Monitored And Processed. This Enables You To Navigate Your Logistical Journey Through Production And 

Also To Control/Optimize Your Production Workflow. Intelligent Products Can Also Monitor Their Own 

Condition During Their Lives And Throughout Their Use. This Makes It Possible To Maintain Proactively, 

Conditionally, Which Is Especially Useful For Goods Embedded In Larger Systems [8]. The Architecture 
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Elements Of Industry 4.0 Have Both Virtual Identity And Physical Representation, An Object Of Data That Is 

Stored In The Data Cloud. A Broad Variety Of Product Data And Information Can Be Included, Including 

Documents, 3d Models, Individual Identifiers, Current Status Data, Historical And Metrological Data. 

Interoperability And Networking Are Also Key Components Of The Theory Of Industry 4.0. Continuous 

Information Flows Between Devices And Modules, Machine-To-Machine (M2m), Production Systems And 

Actors Should Be Produced. Industrial Iot Can Connect Devices, Products And Factories And Communicate 

(Mostly Based On Wireless Network). Another Key Problem Is Cooperation Between Persons And Machinery 

(H2m), Because Some Building Processes Are Too Structured To Be Totally Automated. There Is Also A Lot 

Of Research In So-Called Collaborative Robotics At Present. In Particular, Staff And Robots Work Together In 

The Manufacturing Line To Carry Out Complex And Unstructured Labour. These Tasks Had Previously Been 

Done Manually. Advanced User Interfaces For Modern M2h Communication Are Developed. They Are Still 

Teleoperative And Depend On Improved Reality. Until Now, However, The Same Quality As Conventional 

Industrial Processes Have Not Always Been Possible In Additive Manufacturing Technologies. 

2.4 It Support To The Industry 4.0 

In The Intelligent Factory Industry 4.0, Software Resources Are Critical. Figure 3 Shows The Popular Pyramid 

Support Software Structure Of Industrial Manufacturing Systems. 

 

Figure 3: Modern Production System’s Automation Pyramid 

The Enterprise Resource Planning (Erp) Programme Is Utilised At The Company Level. Commercial Solutions 

Are Usually Applied. Sap, The German Corporation Sap Se Is Presently The Top Solution [9]. The Decision-

Making Process In The Automation Pyramid Is Centralised At The Highest Level In Conventional Erp 

Instruments. Because Of Unplanned Incidents, Many Of The Available Erp Solutions Do Not Help Rapid 

Production Planning Adaptation. 

The Production System Is The Second Phase In The Traditional Automation Pyramid (Mes). It Encourages 

Manufacturing Monitoring, Planning, Transport, Inventory Tracking, Maintenance, Performance Review, 

Personnel Tracking, Resource Allocation, Etc. It Covers Issues Like Shop Floor Management And Corporate 

(Business) Systems Touch. The Most Technologically Accessible Solutions Are Centralised And Not Extended 

To Shop Floor Components.  
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The Following Phase Is A Process Control Level, Based On The Architecture Of The Scada Control System, 

Followed By The Machine/Device Controls, Consisting Of Logical Programmable Controllers, Robotic 

Controllers, And Other Controllers. 

A Machine/Device Level Is The Final Level Of The Automation Pyramid. This Control Level, Unlike The Top 

Two Layers, Is Naturally Distributed. 

 

Figure 4: It Support For Industry 4.0 Structure 

Erp And Mes Tools Have Been Used Since The 1990s And Represent Simple Company Applications. Both Are 

Modular In Design, But Centralised In Operation And Therefore Have Limited Ability To Dynamically Adjust 

The Production Plan [10]. However, The Traditionally Adopted Erp And Mes Systems Should Not, But Should 

Instead Be Considered As Substantial Obstacles To The Implementation Of The Industry 4.0 Paradigm. 

Advanced It Infrastructure Is Necessary On Store Level To Incorporate A Common Mes Tool, And Is Also A 

Prerequisite For Ongoing Expansion In A Smart Factory. 

The Next Major Issue Is Knowledge Convergence Between Erp, Mes And Other Company Software Resources, 

Such As Customer Relationship Management (To Aid In External Relations) And Business Intelligence (For 

Business Analysis Purposes). Problems Such As The Convergence Of Databases And Protocols For 

Communication Must Be Solved [11]. 

It Is Concluded That The Classical Automation Structure Is Not A Best Option For Industry 4.0 Because It Is 

Not Sufficiently Versatile To Respond To Complex Change In Order Flow And On The Shop Floor. Figure 4 Is 

Intended To Be More Appropriate For Reconfigurable Production Processes, Where The Majority Of The Roles 

Are Decentralised. Figure 4. To Fully Endorse Reconfigurable Systems, An Ongoing Information Flow 

Between All Components Should Be Implemented. 

2.5 Present State Of Industry 4.0 

When Taking Into Consideration The Current State Of Industry 4.0, It Is Crucial To Realise The Preconditions 

To Be Met In Order To Incorporate A New Paradigm Into Industrial Production Systems. The Following Must 

At Least Be Fulfilled: 

• Output Stability Must Also Be Guaranteed During The Transition Process. 

• Investments Should Be Made Gradually, Since The Majority Of Manufacturing Processes Cannot 

Withstand Large Once Investment. 

• Good Security Of Know-How Is Required. The Cyber Security Problem Is Closely Related. 
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Moreover, The Industry Definition Is Not Only Confined To The Manufacturing System But Also Comprises A 

Full Supply Chain (From Manufacturers To Consumers Of One Company To "Connected Word" Of All 

Companies) And All Functions And Operation Of The Company [13]. It Is Clear That It Is Not Easy To Comply 

With These Requirements And Only Such "Islands" Actually Exist Under The Industry 4.0 Definition. 

2.6 Design Rules Of Industry 4.0 

The Design Concepts Enable Companies To Investigate The Future Transition To Industry 4.0.The Following 

Principles Of Design Are Based On The Above: 

❖ Interoperability: The Internet Of Things And The Internet Of People Should Be Connected To Objects, 

Computers And People. This Is The Most Crucial Concept That Makes A Manufacturing Actually 

Intelligent. 

❖ Virtualization: In The Actual World, Cpss Need To Be Able To Model And Build A Virtual Duplicate. 

Cpss Must Be Able To Monitor Current Items On The Device In Which They Are Inserted. A Virtual 

Copy Of Everything Must Be Available Simply Put. 

❖ Decentralization: Cps' Readiness To Run Autonomously. This Makes Space For Customised Products 

And The Solution Of Problems. This Also Offers A More Flexible Production Environment. The Issue 

Would Be Assigned To A Higher Level If Failure Or Conflicting Goals Occur. However, Even With 

These Advances, The Consistency Must Be Guaranteed In The Method 

❖ Real-Time Capability: An Intelligent Plant Must Be Allowed To Acquire, Store Or Analyse Data On 

The Basis Of Fresh Findings In Real Time And To Make Judgments. This Is Not Just A Matter Of 

Market Analysis But Of Internal Procedures, Including Failure To Operate A Manufacturing Line 

System. Intelligent Agents Should Be Able To Recognise A Malfunction And Assign Tasks To Other 

Devices. This Also Significantly Contributes To Versatility And Output Optimisation. 

❖ Service-Orientation: Production That Is Customer-Oriented Must Be Produced. People And Smart 

Objects/Devices Need To Communicate Successfully Via The Internet To Produce Products In 

Accordance With Client Expectations. The Internet Of Services Becomes Important In This Respect. 

❖ Modularity: In A Competitive Market, It Is Important For A Smart Factory To Adapt To A New 

Market. In A Typical Scenario, A Medium-Sized Business Will Possibly Take A Week To Research 

The Demand And Adjust Production Accordingly. Smart Plants, On The Other Hand, Must Respond 

To Seasonal Shifts And Consumer Patterns Quickly And Smoothly. 

 

2.7 Industry 4.0 Challenges 

Security: The It Security Risk Can Be The Most Difficult Component Of Industry 4.0. This Integration Would 

Facilitate Security Breaches And Data Leakage [14]. Cyber Fraud Must Also Be Taken Into Account. There Is 

No Single Concern Here, But Producers May Cost Money And Perhaps Ruin Their Image. Security Analysis Is 

Therefore Critical. 

Capital: Such A Change Would Require Huge, Not Cheap, Investments In Modern Technology. The Decision 

To Make Such A Change Must Be Taken At The Ceo Stage. The Risks Must Also Be Assessed And Taken 

Seriously. These Changes Would Take Huge Resources, Alienating Smaller Companies And Losing Their 

Future Market Share. 

Employment: While Speculation On Working Conditions Remains Early With The Introduction Of Industry 

4.0 On The World Stage, It Is Fair To Conclude That Employees Need To Develop New Or Different Skills. 

This Could Help Job Rates To Rise, But Would Also Alienate A Large Sector Of Jobs. In Keeping With The 

Industry, The Staff Whose Jobs Can Be Repetitive Face A Challenge. Different Modes Of Education Need To 

Be Adopted, But The Issue For The Elderly Of Staff Is Still Not Resolved.  
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Privacy: Not Only The Customer But The Manufacturers. Manufacturers In Such An Interconnected Business 

Must Gather And Analyse Data. This May Pose A Threat To The Consumer's Privacy. It Isn't Only Consumer-

Friendly. Small Or Large Organisations That Have Not Previously Shared Their Data Will Have To Work 

Toward A More Open Atmosphere. It Will Be An Enormous Struggle For Both Parties To Overcome The 

Market Gap. 

3. Effect Of Human Resource Management In Industry 4.0 

In A Research Study In The Uk Three Technologies Have Dramatically Affected The Future Of The Company 

(Rhisiart Et Al. 2014), Namely Artificial Intelligence And Robotics, Precarious Internet Advances And Time 

And Space Limitations To Acquire Skills. "Today, At Least 65 Percent Of Children Attending Primary School 

Work For Nonexistent Jobs After School," Said The Wef (2016), A World Economic Forum Report Of The 

"Future Of Jobs." Nine Of The 18 Factors Which Should Influence The Future Structure Of Businesses Lie At 

The Root Of Technology: Mobile Internet And Cloud Technology; Increase In Computer Power And Thus 

Large-Scale Data Processing Capacity; New Energy Companies And Technologies; The Internet Of Things; 

Massive Internet Knowledge Exchange; Sharing Of Economy; Peer-Sharing Platforms. 

In Our Lives, We Really See Some Of These Results. In The Next Few Years, The Consequences Of One Part 

Will Be Mirrored In Your Life. These Changes Would Affect The Technical, Financial, Geopolitical And 

Population Structure, While At The Same Time Eliminating Some Of The New Categories Of Industry And 

Careers. These Transformation Will Change Skills Needed In Old And New Jobs, Reconfigure How And Where 

Employees Will Work, Necessitate A New Interpretation Of Management And New Governance Requirements 

[15]. According To Projections, Technological Advancements Will Vanish From 2015 To 2020 By 7.1 Million 

Individuals, Three From Office And Management Partners And One Third From Other Smaller Business 

Families. 

Industry 4.0 Will Transform Community Everyday Lives And All Business Practises. This Transition Must Be 

Aligned With Governments, Families, Workers And Associations. Many That Are Unable To Catch Up Will 

Face The Possibility Of Economic Disappearance. 

This Transformation Will Also Have A Fundamental Impact On Human Resource Management In Nations, 

Economies, Companies And Jobs. Industry 4.0 Will Move From Production To Distribution, Marketing And 

Include The Company's Radical Innovation. These Technologies Would Be Dominated By Human Resources. 

Agile Companies Will Skip With Easy-To-Change Adapters Until Competition. In Order To Be Flexible, The 

Human Resources Have To Redefine Their Task, Role Definition And Responsibilities Across The 

Organisation. 

Because Industry 4.0 Introduces More Complex Systems Through The Automation And Connection Of All Its 

Components, The Core Qualifications Of The Industrial Workers Are To Integrate Organisational And Process 

Understanding Which Means That Elements In The Entire Production System Are Recognised, System 

Boundaries Are Identified [20] And Relations Within The System Are Understood. Industry 4.0 Thus Needs 

New Engineering Skills Across Disciplines To Make These Huge Digital Changes Possible. It Will Be Difficult 

For Small And Medium-Sized Companies (Smes) To Effectively Transition Into Digital Production [16]. The 

Effect Of Industry 4.0 On Processes For Managing Human Resources Is Explained Below. 

3.1 Strategic Perspective 

In Order To Contribute Human Capital To Business Outcomes, Business Units Must Be Strategic Partners. For 

This To Happen, Hr Experts, Who Can Grasp And Interpret Financial Data, Have A Clear Command Of The 

Trends And The Changes In The Industry In Which The Company Works, Contribute To Major Projects In The 

Company And Create Applications And Projects Parallel To Them. 

3.2 Employment 
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In The 2020s, Research Hopes To Increase Employment By 6 Percent. This Expansion Would Increase Demand 

And Influence The Economy. In The Installation And Production Of Intelligent Devices And Systems, The 

Existence Of Fitting Components Is Crucial. With Digital Conversion, Both Processes And Consumer 

Preferences Will Alter. The Rise Of Robots Will Lead To Technological Unemployment. In The Short Term, 

Technological Progress Will Change The Organisation Of Employees And Lead In Part To Unemployment [17]. 

In The Long Term, The Number And Efficiency Of The Workforce Will Increase. The Muscular Strength Has 

Left Its Place In The Past. Intelligence Would Also Raise The Degree And Grade Of Schooling. In The Long 

Term, Highly Educated People Will Work. Robots And People Will Act Together And Be Treated In Harmony. 

It Would Be Quite Tough To Find These Capabilities. The Description Of The Employee Will Change. The 

Work Of Regular And Project-Based Companies Is Comprised Of Consultants, Home Office Workers, 

Freelancers, Brand Awareness Experts And Suppliers. These Folks Can Never Be Refused Their Work Because 

Of Their Talents. Objective Viewpoint Lines Can Present Various Viewpoints Of New Knowledge Like An Eye 

From Outside. This Makes Businesses Wealthy 

3.3 Performance Management 

In The Coming Years, New Performance Assessment Methods Will Arise, Depending On Changing 

Organisational Frameworks. In Corporate Life, The Idea Of Performance Consulting Takes Its Place. From A 

Traditional Performance Perspective That Highlights Seniority, It Leads To An Understanding Of The 

Performance Management That Rewards Youthful And Hard-Working Employees. Today, Employees Would 

Like To Collaborate With Managers To Promote And Inspire Them, Offer Managers With Comments, Discuss 

Corporate Priorities And Follow Changes In This Field Frequently. Nevertheless, Many Organisations Continue 

To Adopt Modern Ways Of Measuring Output In Their Working Processes. New Approaches For Measuring 

Network Capacity Are Much More Successful Than The Old Ones. In Order To Construct An Efficient System 

A Complex Structure With Components Such As Continuous Monitoring, Regular Inspections, Performance 

Coaching, Personnel Development, Performance Assessments And Return Capacity Infrastructure For Leaders 

Needs To Be Built [18]. The Data Also Need To Be Interpreted On A Digital System. Companies Providing 

Software Systems For Human Resources Must Work Very Quickly To Keep Pace With Changes. 

3.4 Reaching The Talent 

It Is Challenging To Locate Human Resources With The Capabilities Necessary For Digital Conversion And 

Industry 4.0. Human Resources Management, Which Focuses On The Closure Of Open Vacancies, Would 

Leave The Talent-Driven Positive Approach Proactive. The Staff Will Reach Competent People From Around 

The World To Identify And Deploy The Organization's Relevant Talents And New Tactics Will Be Put In Place 

In This Regard. These Employees In The Countries In Which They Are Based Can Have Flexible Working 

Arrangements. 

While Their Capabilities Are Excellent And The Number Of Eligible Employees Is Great, Finding The Suitable 

Talents Will Be One Of The Main Obstacles In The Next Time. It Will Be Much More Difficult To Identify 

And Place People With Talent, Expertise And Skills In The Coming Years. Populations In Emerging Countries 

Are Ageing And Baby Boomers Are Beginning To Retire. This Necessitates That Talented People From Poorer 

Countries Are Identified And Entered. The Most Beloved Countries Of Turkey Have Their Own Talents In The 

Present Day. Germany, Japan, The Usa, Romania And Hungary With Workers Whose Talents Are Insufficient. 

3.5 Training 

Training Is One Of The Most Crucial Components Of Industry 4.0. The Recruitment Of The Intelligent 

Machinery And Qualified Personnel Who Can Use These Machinery, The Formation Of Expert Workers, The 

Creation Of Structures Perceiving Cyber Physical Systems And The Parallel Upgrading Of The Educational 

System From Primary To University Are Becoming Increasingly Important. 
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3.6 Data-Based Management 

Employees Are The Most Crucial Decisions Made By The Institution. It Is Important To Take The Data And 

Crucial Information That Is Vital To The Business Into Account. Hr Analytics Are Increasingly On The Agenda 

Of Organisations, And Management Focused On Governance Will Become Very Relevant. It Would Be Helpful 

To Integrate Evidence Supporting Personal Observations And Decisions In The Area Of Human Rights. 

 

3.7 Protection Of Information 

Human Resources Provide A Robust Personal Details Database For Workers. For Employees And The 

Organisation, The Security Of These Data Is Very Critical. Protection Of Sensitive Information Has Become A 

Vital Mechanism In The Corporate World. Human Resources Hazards Include Data Retention, Improper 

Decision-Making On Recruiting And Loss Of Expertise Within A Certain Time Frame. Erp Software Is Used 

By Many Companies And Lacks Analytical Tools To Better Analyse And Decide Cloud-Induced Problems. For 

Employee Evaluation, Technological Systems Can Be Used. Storing Cloud Information And Using Mobile 

Technologies Would Introduce New Policies And Concerns In Terms Of Privacy. In Addition, The Hr Should 

Address Security And Intellectual Property Rights Issues 

3.8 Working Environments 

The Y And Z Generations Will Have An Impact On Industry 4.0. In The Offices Where These Generations 

Work Intensely, Popular Locations Of Work, Such As Corners And Cafés, Would Be Favoured, Which Promote 

The Use Of Newest Technology And Individual Labour. This Will Expand The Amount Of Organisations Who 

Work With Office Designs Attractively. They Build Office Designs That Use New Systems In Business 

Environments To Attract Large Businesses, Emerging Entrepreneurs And Young People. A Entirely New 

Working Routine Would Appear In A Social Context. The Transition From 09:00 A.M. To 5:00 P.M. Will Not 

Be Restricted By Space And Time To Remove Understanding From The Work. Companies Preferring Bureau 

Design Over Flexible Hours Would Boost. 

3.9 Social Media 

All Will Go Through A More Straightforward Structure Of Social Media. Social Media Chains Become A 

Democratic Forum For Information Staff To Engage At All Levels, From Consumers' Complaints Or Pleasures 

To Employee Rights, Working Hours, Or Interactions. The Democratisation Of The Work Would Lead The 

Institution To A More Horizontal Organisation From Hierarchy. Employees Can Communicate Effectively And 

Produce Solutions. This Engagement Will Help People Make Observations And Take Responsibility For Their 

Work More Constructive. This New Order Is Organisational And Changes Root Job Descriptions. 

3.10 Business And Life Balance 

Human Resources Can Find Ways Of Improving Workers' Wellbeing And Interaction And Work And Life 

Balance. Are Your Staff Healthy? Do They Have The Patterns And Skills To Energetically Render Them? Are 

The Supervisors Helping Them Concentrate? Will You Have The Ability To Do Your Job? Will They Spare 

Time For Family And Friends? Have You Time For These Hobbies? You Need To Ask Your Questions. Both 

Big Or Small, Human Resources Departments Of All Businesses Need To Include Considerations Such As 

"Help People To Improve Their Results," Fitness Facilities, Sport Programmes And Programmes To Improve 

Their Quality Of Employment Without Discrimination. 

4. Methodology 

Eriyatno Claimed That A Multi-Stage System Is Needed To Explain The Knowledge Of The Subject Examined. 

Depending On How The Notion Was Adopted, There Are Different Understandings And Views On The Level. 

Rosser (1994) Defined Structure In The Current Formulation As The Level (Rank Level) Of Certain 
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Subordinates To Others, Assuming That Structure Is Organised Structure. Analytical Hierarchy Process (Ahp) Is 

A Structured Method For Managing And Analysing Complicated Mathematical And Psychological Decisions. It 

Was Developed In 1970 By Saaty And Has Since Been Extensively Investigated And Enhanced. When The 

Hierarchy Occurs, The Decision Makers Methodically Examine Their Diverse Parts By Comparing Them To 

Each Other On The Basis Of Their Impact On An Element Above Them In Hierarchy. Decision-Makers Can 

Use Detailed Facts On The Features For The Comparison But Generally Use Their Views On The Relative 

Importance And Importance Of The Elements. The Essence Of The Ahp Is That Human Judgments Cannot Be 

Included In The Assessments And Not Just In The Underlying Facts. 

Ahp Turns These Assessments According To Saaty Into Numerical Values That Can Be Analysed And 

Compared Over The Problem Spectrum. For Each Element Of The Hierarchy, A Numerical Weight Or Priority 

Is Determined That Allows Rational And Consistent Evaluation Of Different And Often Incommensurable 

Features. This Ability Differentiates Ahp From Other Policy-Making Processes. In The Last Stage Of The 

Procedure, 

For Each Possible Decision, Numerical Priority Are Calculated. These Numbers Show The Relative Capacity 

Of The Options To Fulfil The Choice Goal So That The Different Courses Of Action Can Be Taken Easily 

Considered. The Following Are The Decisions In Which The Ahp Can Be Utilised 

✓ Choice - Selecting One Alternative From A Certain Collection Of Possibilities Frequently Involving 

Numerous Decision Factors. 

✓ Ranking - Putting A Number Of Choices To The Most Desirable Ones. 

✓ Prioritization - Determination Of The Relative Merits Of Members Of A Number Of Alternatives 

Instead Of Picking Or Just Classifying Them 

✓ Allocation Of Resources - Allocation Of Resources Among A Range Of Choices 

✓ Benchmarking – To Compare The Processes Of One Own Company With Those Of Other Best-Of-

Breed Businesses 

✓ Quality Management – Addressing Multidimensional Quality And Quality Improvement Aspects 

✓ Conflict Resolution - Disputes Between Parties With Seemingly Irreconcilable Aims Or Perspectives 

Can Be Resolved. 

 
                                               Figure 5: Vertical Analytic Hierarchy Process 

Figure 5 Shows The Vertical Technique Used To Identify The Hr Management Strategy's Top Priorities. The 

Vertical Approach Was Calculated Using The Average Horizontal Approach Value. The Director Of Public 

Health Insurance Is The Top Priority For The Set Of Players To Influence The Formulation And Application Of 
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Powers Management Concepts For The Entire 4.0 Industry Generation. The Board Of Directors Of Phi Plays A 

Significant Role In The Strategy Of The Organisation. Mackey (2008) Suggested That Senior Management Has 

An Increased Responsibility To Play In Increasing Organisational Performance And Is Thus Directly Tied To 

Strategic Execution. 

The Public Health Insurance Director Must Play An Important Role In The Execution Of Management 

Decisions. Because Of His Position As The Leaders In Creating Collective Goals, Establishing Values, 

Influencing Culture And Developing Strategic Plans For The Organisation, He Is Particularly Crucial For 

Organisational Performance. The Leading Leaders In All Organisational Activities, Nicholson And Newton 

(2010), Have Claimed That They Are Being Strengthened By Kraus And Farrell (2016), By Means Of A Study 

That Strategic Leaders Need To Be Able To Drive The Organization's Way Towards Better Development. 

The Leadership Component Is A Priority Aspect In Skill-Based Hr Management Strategies Throughout Industry 

4.0. Leadership Is Important Strategy Formulation, Organisation, Execution And Evaluation. Daswati (2012) 

Emphasised That A Leader Must Exercise His/Her Leadership As A Guide, A Changing Agent, A Voice And 

Trainer Who May Improve The Morality Of Others (Followers). Management Of Public Health Insurance Must 

Build Principles Of Leadership In Order To Implement The Initiatives Successfully. Pramudyo (2014) Explains 

That Important Principles Impact Success, I.E. 1) The Collection Of Talent — The Leader Must Be Able To 

Bring Together The People She Leads So That They Can Perform The Mission And Functions Of The 

Organisation Properly, 2) Inspiration By Role Model — The Leader Must Become A Role Model. 3) Strengthen 

And Motivate, 4) Productive Harmony - The Leader Needs To Be Able To Establish An Organisational 

Environment For Employee Harmony Development; 5) Everyone Is Important - The Leader Needs To Be Able 

To Presume That All Positions In An Organization/Company Are Vital For The Company Success, And 6) 

Protector — The Leader Must Be Prepared To Safeguard Every Member. 

5. Results 

Public Health Insurance Is Acknowledged To Demand A Skills-Based Formulation Of A Human Resources 

Management Strategy Throughout Industry Generation 4.0. The Final Part Of This Study Is The Determination 

Of Alternative Strategies Utilising The Analysis Hierarchy (Ahp) Technique. Ignasius Et Al. (2014) Emphasised 

That It Is Necessary To Identify Various Ways To Give An Organisation Ideas To Develop Its Performance. An 

Organisation Has Various Alternatives That Are Regarded Able To Increase Its Performance, However Each 

Company Has Constraints On Its Top Priority. Widyaningsih Noted That The Priority Strategies Influence The 

Clarity Of Decisions Concerning The Strategies Of The Business. A Number Of Key Processes Have Led To 

The Establishment Of Strategic Priorities Utilising The Analytical Hierarchy Process. In This Study The 

Analysis Hierarchy Model Is Taken From Information In Stages Of The Soft System Approach Which Has 

Been Converted Into A Questionnaire. In Preparing The Analysis Hierarchy Process With Various Steps, 

Saputri (2018) Pointed Out Numerous Principles: I.E. 1) The Creation Of Hierarchies Of Study Models, 2) The 

Assessment Of Criteria And Alternatives, And 3) The Identification Of Alternatives To Assess In Subcriteria. 

The Soft System Method Information Results Have Five Hierarchical Tiers. Level 1 Focuses On Competence-

Based Hr Management Strategies Across The Entire 4.0 Industry Generation. Level 2 Involves Actors Engaged 

And Active In Managing Cross-Industrial Skills-Based Hr Strategies, Such As The Director Of Public Health 

Insurance, Providers, Participants And Government For Each Division Of The Public Health Insurance. Level 3 

Influences Skills-Based Hr Management Techniques Across Industry 4.0 While Each Section Is Leadership, 

Human Resources, Hr Skills, Culture And External Trust. Level 4 Describes Goals That Can Help To Achieve 

Strategies Such As Satisfaction Of Participants, Provider Satisfaction And Excellent Governance For Every 

Division Of The Company. Level 5 Is An Alternative Contribution To Be Made, Including The Development Of 

A Learning Organisation 4.0, Integration Of Organisational Change Management, The Development Of Skills 

Models For Human Resources Throughout The Generation And The Improvement Of Trusted Corporate 

Partnerships. 
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Information Gathered Earlier By Experts Was Processed With Super Decision-Making Software. The 

Processing Used A 0.10 Limit Consistency Ratio (Cr) (Saaty 1993). The Description Of Each Level Was Done 

To Describe The Concept Of The Model In Which The Construction Was Developed. 

Ultimately Actors 

 Personnel Of Public Health Insurance: Government Employees. 

 Public Health Insurance Director: (Board) Management Or (Board) Firm Leaders. 

 Provider Or Hospital: A Medical Facility Covering A Range Of Health Issues. 

 Public Health Insurance Participant: A Person With A Public Health Insurance Premium. 

 Government: Organization With Jurisdiction To Enact Laws In Certain Areas And To Implement 

Them  

 Factor 

 Leadership: The Capacity Or Strength To Persuade People To Achieve The Determined Objectives Of 

The Organisation. 

 Hr Policy: A Series Of Concepts And Principles That Guide And Steer The Human Resources 

Implementation Plans. 

 Hr Competency: The Ability Of An Observed Individual Encompasses Knowledge, Skills And 

Behaviours. 

 Culture: A Way Of Life That Develops, Shares And Passes Over Generations By A Group Of People.  

 External Trust: The Propensity Of A Person To Depend On Those Who Are Trusted 

 Targets 

 Organizational Performance: The Efficiency Of The Organisation To Fulfil The Requirements Of Each 

Group With Reference To Systematic Efforts And To Continuously Enhance The Capacity Of The 

Organisation To Satisfy Its Needs. 

 Satisfaction Of Participants: Conditions In Which The Achievement Of Public Health Insurance 

Expectations Can Fulfil Participant Expectations 

 Approach. Provider Satisfaction: Conditions In Which Public Health Insurance Performance 

Expectations Can Meet Provider (Hospital) Expectations. 

 Governance: Solid And Responsible Management Of Organisational Development In Keeping With 

The Appropriate Principles Of Work. 

 Other Alternatives 

Developing A Corporate Culture Of Learning 4.0. Integrating Management Of Organisational Transformation. 

Develop The Cross-Generational Human Resource Competence Model. Improving A Trusted Organization's 

Reputation.  

In This Study, The Analytical Hierarchy Process With Horizontal And Vertical Approaches Was Undertaken. 

The Horizontal Technique Is Used To Identify Local Loyalty Priority And To Calculate The Weight Of The 

Highest Priorities. The Translation Is As Follows At The Horizontal Stage 

The Actors' Element 

The Actors Are Comprised Of 5 (Five) Components That Influence The Development Of Hr Skills Management 

Strategies Across Industry 4.0. The Results Of The Processing Are Provided In Table 1. 

Table1: Competency-Based Management Of Human Resources In The Industry 4.0 Era 

Actor Priority Weight Inconsistency 
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Government 5 0.045  

Participants 2 0.287  

Providers 3 0.133 0.023 

Director Of Public Health 

Insurance 

1 0.467  

Employees Of Public 

Health Insurance 

4 0.062  

 

 

Figure 6: The Graphical Representation Of Table 1 

The Graphical Representation Of Table 1 Is Shown In Fig 6.The Table Shows That Five Priority Players Had 

Inconsistencies Below 10% With A Value Of 2.3%. A Primary Priority Of The Horizontal Method Is The Board 

Of Directors Of Public Health Insurance (0.467), Followed Consecutively By Participants (0.287), Providers 

(0.132), Public Health Insurance (0.062) And Government (0.045). The Inconsistency Value Is 2.3% Or Less 

Than 10% So That Processing Is Correct. 

 The Basic Factors · 

There Are 5 Elementary Factors In Which Priority Should Be Given To Improve The Performance Of The Hr 

Department. The Results Of The Processing Are Reported In Table 2. 

Table2: Weights For The Elemental Factors 

Factor Government Participants Providers 

Director Of 

Public Health 

Insurance 

Employees Of 

Public Health 

Insurance 

Inconsistency 0.085 0.037 0.035 0.072 0.092 

Competency 0.111 0.178 0.186 0.142 0.451 

Trust 0.097 0.396 0.404 0.048 0.165 

Leadership 0.263 0.292 0.244 0.332 0.039 

Policy 0.409 0.045 0.051 0.376 0.092 

Culture 0.112 0.084 0.093 0.093 0.251 

 

This Table Discusses The Role Of Actors In Managing And Prioritising Aspects Which Influence Competence-

Based Hr Management Strategies Across Industry Generation 4.0. Public Health Insurance Personnel Give 

Importance To Competence Because It Is The Advantage Necessary At Work. The Directors Of Public Health 

Insurance And The Government Said That Hr's Policy Factor Is The Top Priority Since It Is Based On A 

Number Of Concepts And Ideas. Providers And Participants Considered External Trust As The Principal Factor 
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Of Priority Since They Were Willing To Rely On Other Trust-Related Parties. All Elements Have An 

Incoherence Value Under 10 Percent, Which Shows That The Exact Assessment May Be Based On These 

Criteria..The Below Figure Shows The Graphical Representation Of The Table 2 

 

Figure 7: Graphical Representation Of Table 2 

The Test Element 

The Five Objectives Should Be Prioritised In Implementing Competence-Based Hr Management Strategies 

Throughout Industry 4.0 Generation. The Results Of The Processing Are Reported In Table 3. 

Table 3: Weights Of Test Elements 

Goal Competency Trust Leadership Policy Culture 

Inconsistency 0.028 0.071 0.002 0.006 0.016 

Organisational 

Performance 
0.493 0.108 0.512 

0.266 0.231 

Participant 

Satisfaction 
0.062 0.218 

0.073 0.144 0.133 

Provider 

Satisfaction 
0.132 

0.61 

 

0.138 0.082 0.072 

Good 

Governance 

0.309 0.06 0.274 0.503 0.554 

 

This Table Explains The Importance Of Organisational Objectives In Elements That Can Be Prioritised 

Throughout Industrial Generation In Applying Hr Management Techniques 4.0. Good Governance Is A Cultural 

And Policy Goal, Because It Is A Major Part Of Public Health Insurance. Corporate Performance Is A Priority 

For The Leadership Component Since Management Requirements Are Always Working Effectively And 

According To Corporate Expectations. The Aim Of The Trust Factor Is Provider Satisfaction Since Its 

Satisfaction Is An Important Feature That Should Be Enhanced To Encourage Greater Contentment Of The 

Participant. The Priority For The Competency Element Is Organisational Performance, Which Shows That 

Competence Plays A Role In Hr Competencies. 
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Figure 8: Graphical Representation Of Table 3. 

 

6. Conclusion  

The Study Focuses On The Theoretical History, Field Research And Work Climate Of Industry 4.0 In Industrial 

Companies And The Potential Impact Of That Environment On Human Resource Processes. Although The 

Innovation Capacity And Performance Of Companies Are Responsible For The Growth Of Industry And 

Technology In One Country, The Ecosystem Approach Needs Very Wide-Ranging Involvement, Including In 

The Public Sector. The Public Cannot Be Indifferent To This Problem, Because Industrial Development Affects 

The Economy As Well As Jobs. The Most Striking Examples Of This Are Germany And China. 

The Aim Of This Work Is To Explain The State Of View, Expectations And Readiness Of The Processes Of 

Human Resources As A Consequence Of The Industrial Process In The Industry. The Information That We 

Receive From Business Managers Demonstrates That Every Business Is Prepared For The New Business 

Climate That This Phase Will Bring And That Plans And Actions Have Been Created. Business Managers Share 

The View That Some Of The Poorly Qualified Staff Loses Their Employment And That Certain Workers In 

This Group Will Lose Their Jobs, While Industry 4.0, On The Basis Of Their Expected Qualifications And 

Profiles, Will Impact Employees Resulting In A Higher Demand For Highly Qualified Employees. 

This Research Offers A Few Noteworthy Findings Concerning The Competency-Based Cross-Generational Hr 

Management Strategies Of The Industrial Era In The Insurance Industry. The Directors Are Influential And Play 

An Essential Role In The Development And Execution Of Organisational Strategies. Leadership Is Essential, 

Sound Governance Is A Critical Feature To Be Attained As An Hr Management Aim And The Alternative 

Option Is To Establish An Organisational Culture Of Learning 4.0. 
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