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First-person

I t’s a situation a lot of us can recognize: you study, 
earn a degree with honors, amass tons of theoretical 
knowledge and then find it doesn’t help you solve the 
practical problems you encounter when you start 
your first job in the complex and relentless real world 

of steelmaking. you don’t learn how to manage complex 
business processes correctly and safely at university. what’s 
more, there’s a whole system of knowledge and values that 
has developed within the company; some of this is found in 
the written instruction and rules, some only passed on by 
word of mouth from specialist to specialist. one of the most 
important discoveries most of us made was that taking the 
time to embrace this enormous volume of knowledge and 
skills is what turns a novice into a true professional and 
worthy member of nLmK’s united team.

It is no exaggeration to say that this unique system of 
knowledge, skills and values that has built up at nLmK Group 
as a neural network forms the face of the company and 
serves as both the foundation and driving force behind its 
successful development. The key characteristics of a neural 

network are its ability to store and transfer information 
quickly and without loss, and evolve through self-learning. 
The same is true for any large-scale, complex organization. 
Therefore, our main priority is creating favorable conditions 
for the storage, transfer and development of knowledge, 
skills and values.

we achieve this by employing the tried-and-tested 
institution of mentoring: our line staff throughout our 
enterprises benefit from this practice. mentoring helps new 
employees, mainly in production, successfully adapt to their 
new roles and enables mentors to develop professionally 
themselves.

Thousands of people currently perform the honorable 
role of mentorship across our many sites. The best of them 
are selected and awarded at contests that run on a permanent 
basis. In 2017 our Lipetsk plant single-handedly boasted 
over three dozen mentors recognized by the company. They 
might be furnace operators, steel pourers, metalworkers – it 
doesn’t matter what their profession is. what’s important is 
that they are real leaders who create new leaders.

continuity of knowledge and values, the company’s 
unique genetic code, is established at the management 
level at nLmK corporate University. It will start working 
at full capacity in 2018 but several modules are already 
nearing completion. a key feature of our university is that 
its professors and in-company trainers will be the managers 
themselves, who will train their colleagues, passing on their 
knowledge and skills in specially designed programs.

Developing this system of knowledge, skills and values 
guarantees that the nLmK production system will be 
successfully executed. The project’s foundations are 
encouraging leadership and initiative in all of our employees, 
and finding the right balance between their interests and 
the company’s needs in order to create a united production 
culture that fosters ongoing improvement throughout the 
Group.

we launched the project in 2016 at nLmK Kaluga and 
achieved positive indicators and tangible economic effects 
in a relatively short period. we are now rolling it out at the 
Lipetsk site and stoilensky. Going forward, we will introduce 
it to all of our production plants.

we invite you to read about how nLmK Group is ensuring 
leadership continuity and fostering a new corporate culture 
in this edition of our magazine.

Oleg Bagrin
President and CEO of NLMK Group

ForgIng  
new LeaDers

QuarD abraSion  
rESiStant StEEl & QuEnD  
high StrEngth StEEl

Discover our extra high strength Quend 
and abrasion resistant Quard steels pro-
duced by NLMK Clabecq using unique 
quenching and tempering techniques.   

Quend steel has been designed for 
reducing the weight of lifting equipment 
or appliances that have to withstand a 
high load. Quard is an ideal solution for 

the efficient manufacture of industrial 
machines and tools that are resistant  
to intensive wear.

Thanks to their unique combination 
of exceptional flatness, narrow thickness 
tolerances and superior surface finish, 
these Q&T steels open up new potential 
for increased productivity.

To learn more, please visit http://qt.nlmk.com/en/
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NLMK Group and software 
company SAP to create  
a Co-Innovation Lab. 

 ▶ SAP is a global leader in enterprise 
application software, providing 
solutions and services to more than 

continuouS 
improvEmEnt 
in action 

 ▶ NLMK competes in the steel 
industry with a constant pressure to 
deliver better product, on time and 
at a lower cost. To win, NLMK must 
master all three elements. Delivering 
on time means producing on time, 
according to the production schedule. 
This requires a mindset that identifies 
the biggest inefficiencies.

A recent example of continuous 
improvement in action is how NLMK 
Pennsylvania’s maintenance team 
handled an issue at the Tandem 
Mill. When the exit coil car would 
transport a finished coil to the exit 
end conveyor, it left behind a huge 
gaping hole. Very often, scrap would 
fall down into the hole, damage the 
rubber encased wiring and, therefore, 
cause a delay.

The maintenance team came 
up with a two-part solution. The 
first step was to enclose the wiring 
in metal, solving the problem of 
frequent wire replacement. The 
second step was to install scissor 
plates. When the coil car moves 

New York  
Triumph
NLMK Group’s corporate film “Fusion”  
wins prestigious television award 

 ▶ In 2017 NLMK was one of the winners at the 
yearly World’s Best TV & Films competition 
from New York Festivals, which honors 
television, documentary, and educational 
films, as well as advertising content. The 
competition featured videos from over 
50  countries. We were awarded the bronze 
medal in two categories, Internal Use and 
Public Relations, at the awards ceremony 
at the NAB Show, an international exhibition 
of digital media and entertainment content in 
Las Vegas.

from the tension reel to the exit end 
conveyor, the scissor plates move 
with it to cover the hole. This solved 
several issues. It prevented scrap and 
even pup coils falling down into the 
hole. Also, it eliminated a fall hazard 
that the hole presented.

“This project had two main benefits. 
It decreased the delays caused by 
the scrap falling down at the tandem 
mill by 90%. And, more importantly, 
it eliminated the safety risk of an 
employee falling down,” says Angelo 
Desantis, Unit Maintenance Manager 
Finishing at NLMK Pennsylvania.

lab  
Work

IT specialists will 
collaborate with 
metallurgical 
engineers to find 
new solutions.

Tandem mill

345,000 clients. The lab will focus on 
the research and development of 
innovative solutions for the metals & 
mining industry (for example, process 
analysis, user interface, Internet of 
Things, machine learning, predictive 
analytics, and production planning). 
SAP developers will work with NLMK 
Group’s specialists to create new 
solutions, with the alliance set to 
be of huge benefit to the metals & 
mining community.

Bernd Leukert, a member of the 
executive board of SAP SE, highlighted 
that collaboration with NLMK 
Group will foster both a creation of 
efficient solutions and an increased 
competitiveness on the global 
market, thanks to new approaches to 
IT and the development of specialized 
solutions and an industry-specific 
digital platform.

BEFORE

AFTER

Plates  
added
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how  
to Join  
the r&D 
team

Vice president of Research and 
Development Bruno De cooman  
invites you to work in science

Developing R&D
conventional metallurgy developed a 
standard approach to research: emphasis 
was on production and key technologies: 
blast furnaces, steel smelting, rolling, etc. 
This is the right approach and has being 
the driving force behind advancements in 
the steel industry for decades. However, 
another area has emerged: new materials 
production and materials science. we need 
innovation, new steel-based products and 
materials if our industry is to continue 
creating optimal solutions that cover a 
wide range of applications. Developing 
and improving existing solutions is not 
enough  – we need something entirely 
new. we need materials that will be the 

Dr. bruno  
charlES  
DE cooman
Vice President  
of Research and  
Development

Bruno De Cooman was born 
in Belgium and earned his 
doctorate at Cornell University. 
Prior to joining NLMK Group, Dr. 
De Cooman built his career in 
R&D management in materials 
science at industrial laboratories 
and scientific institutions. Over 
the last decade, he has worked 
in South Korea to establish the 
Graduate Institute of Ferrous 
Technology at the Pohang 
University of Science and 
Technology, which specializes 
in training and research in 
the steel industry.
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cornerstone of a new industrial revolution. 
Revolutions by their very nature mean we 
have to break with the past.

Right now, there are numerous 
solutions that have been developed in 
laboratories but are yet to be tested on an 
industrial scale. This is where nLmK has 
the chance to excel in the field of research 
and facilitate the modernization of steel 
products. I am confident that my expertise 
will benefit the Group and help them 
develop a systematic approach to R&D.

NLMK’s Potential 
I’m currently visiting production sites 
and talking with key specialists, trying 
to scope out the existing base and find 
out what specialists the company already 
employs, which will help me put together 
my department. I was impressed by the 
comprehensive steelmaking heritage 
on the shop floor, especially in Lipetsk. 
Fine-tuned processes, clean shop floors, 
and first-class engineers – all of this is 
really impressive. The engineers deliver 
remarkable performances on their own 
at their individual enterprises; their 
in-depth understanding of technology 
is certainly their strength. what ’s 
more, I was struck by the high level of 
engineering present in all the parts, and 
attention to safety measures. I think 
this is very important. I have visited 
the laboratories and they are kept in 
immaculate condition, everything is well-
organized, and the staff are extremely 
dedicated to their work.

yet, I believe the current approach to 
R&D is too inflexible. steel companies used 
to put emphasis on production volumes but 
now it is vital to shift focus to consumers 
and market forces. a number of global 
companies in our sector have realized this 
over the last few decades after undergoing 
significant changes.

The competition between steel 
producers has become acute. It is only 
possible to get ahead by producing 
advanced, high-quality products and 
focusing on consumers’ requirements. we 
must offer steel products that will further 
the success of our customers’ businesses. 
This is a relatively radical change to the 
approach taken in the steel industry. Thus, 
we hope to forge close relationships with 
both production departments and nLmK’s 
customers.

A New Department  
in NLMK
R&D is not just building a beautiful modern 
building somewhere in Lipetsk or Belgium 
simply so you can proudly show it to guests. 
The R&D department has to be an organic 
part of nLmK and make a real contribution 
to its financial success. we want to move 
away from traditional management 
practices and cut away the vertical 
hierarchy as much as possible. If possible, 
we aim to completely cut out middle 
management. The new R&D department 
should be something akin to a start-up. 
each employee will play a crucial role, and 
everyone’s contribution to the common 
goal will be clear and recognizable.

Research demands are constantly 
changing, as are the market and customer 
needs. Research teams should respond 
accordingly by coming up with ingenious 
solutions to meet these changes.

our department will be relatively small 
and as flexible as possible. It will work 
directly with internal customers and 
serve multiple sites: Lipetsk, VIZ-steel, 

and even our colleagues in pennsylvania. 
The R&D department will support the 
entire Group: our priorities will be set at 
the corporate level.

we will receive requests for new 
products for our main customers via the 
sales department. That is how our research 
areas will be determined. In the future, I 
hope we will have the resources to start 
gathering external information on new 
developments, and that we will be able to 
put forward proposals for new products 
and materials of our own accord.

There are myriad examples of where 
new products have been developed in 
conjunction with customers. Both large 
and small corporations have embarked on 
this method with the same result: success.

I’d like to give two stand-out examples 
because I believe it would be great to 
emulate the success of these companies 
within our Group. The first is Voestalpine 
in austria, a relatively small company that, 
for many years now, has had unprecedented 
success in developing innovative products 
for the automotive industry by way of its 

strong partnership with its customers 
in the industry.

The second is south Korea’s posco, 
a tech development company that has 
every reason to boast about both its 
innovative solutions in its technological 
processes (in blast-furnace production or 
FIneX® technology, for example) and its 
development and implementation of new 
materials.  It’s clear that if a company 
earns a reputation as an innovator that 
offers its customers high-quality solutions 
in steel production, it has an even better 
chance of selling its other products. This 
is the secondary effect of high-quality 
research.

The Hunt for Talent
my team will be made up primarily of 
engineers. we intend to draw on the 
Group’s existing employees first, as we 
need specialists who are apprised of the 
Group’s enterprises and their needs.  I 
would like to take this opportunity to 
say that the R&D department will need 
dedicated professionals who are willing 

to work and grow professionally in a new, 
international environment.

we are recruiting people with very 
different professional backgrounds, from 
newly qualified engineers to experienced 
employees. we are also looking at a wide 
range of specializations: our department 
may require chemical technologists 
alongside chemists and physicists. I would 
like to reiterate that our key requirement 
is our staff’s willingness to leave their 
comfort zone and live and work in a very 
dynamic environment.

nLmK Group is a world-class company 
and while its roots are in Russia, its 
customers are all over the world. our 
developments will be put into practice 
everywhere. Therefore, our R&D 

department will be an international 
working environment. our working 
language will most likely be english. Don’t 
fear though – learning a language isn’t as 
difficult as it seems.

I believe that working in R&D is a 
chance for existing nLmK employees to 
see the company in a new light. I’m sure 
it’ll be very exciting and, yes, maybe a little 
strenuous!

We are now accepting applications  
from all current NLMK employees.
If this sounds like you, let us know!
If you would like to become a member 
of the R&D team, send your CV to:  
sp-vpir@nlmk.com

“ We are recruItIng people WIth very 
dIfferent professIonal backgrounds, 
froM neWly qualIfIed engIneers to 
experIenced eMployees”
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Sharing Expertise

nLMK Usa:  
educating Customers  
for over a Decade

nLmK Usa invites customers from across the country to learn 
about general principles of steelmaking and about processes 
that are specific to nLmK Usa operations.

along that everyone from NLMK was 
extremely welcoming, friendly and 
helpful. Thank you again.”

Kenneth Davis
Regional Sales Manager 
RCSS – Ryerson Carbon  
Sheet Solutions

“I want to say thank you so much 
for the fantastic class! It was a lot 
of quality information in two days, 
but Frank didn’t let us down. The 
material presented in the course is 
laid out in an excellent format and I 
was able to bookmark information, 
that as a steel buyer, will use on 
a daily basis. The favorite part for 
me was the tour of the hot mill line 
with Frank. Exciting, informative 
and left nothing out. The staff at 
NLMK did an outstanding job from 
the bottom to the top and I would 
recommend this class to anyone. 
Thanks again for the hospitality!”

Colleen Griffith
Carbon Product Specialist
O’Neal Flat Rolled Metals

The primary purpose of the 
class is to promote education and 
share expertise. It is a resource that 
nLmK Usa offers to the company’s 
customers. walburn says, “we want 
our customers to know they can 
depend on us for any new challenges 
they face and to come to nLmK first 
with their questions and quotes.” 

In addition, there is a social aspect 
to the class. customers and the sales 
team have an opportunity to get to 
know each other more informally 
at a social mixer that takes place at 
the end of the first day. 

For nLmK Usa, metallurgy 
classes are an excellent marketing 
and exposure opportunity. “It is not 
only a chance for our customers to 
learn about steel, but also about 
nLmK as we showcase our mill and 
our people. In the markets we serve, 
all of which are so competitively 
focused on price, delivery and 
quality, these classes are an 
extension of our efforts to set nLmK 
apart by providing another aspect 
of an excellent customer service 
experience,” says Bob miller, 
president and ceo of nLmK Usa.

class is to boil down the basics of a 
four-year metallurgical degree into a 
two-day class, while also sharing the 
highlights of the processing steps in 
a relatable and engaging way,” says 
Roger walburn, General manager of 
specialty products at nLmK Usa.

each day of learning is 
followed by tours of the three main 
operational areas in pennsylvania: 
the Hot strip mill and cold Rolling 
area at nLmK pennsylvania and the 
galvanizing operations at sharon 
coating. The tours give participants 
an opportunity to see the operations 
first-hand as well as get something 
beyond just theoretical knowledge.

Throughout the years, the 
class has undergone a significant 
transformation. Roger walburn, 
who organizes the class, says 
that “the goal is to make the class 
relevant and understandable for a 
widely varied audience: from entry-
level knowledge of metallurgy to 
technically minded specialists 
and everyone in between. we are 
constantly seeking feedback from 
our customers so we can accurately 
assess our performance and make 
improvements going forward”.

This constant ongoing review 
process helps to make the class a 
success. It is filled to capacity every 
time it is offered, with the number 
of participants limited only by the 
size of the room. In the most recent 
class held earlier this spring, 61 
customers and 13 nLmK employees 
took part in the class.

The class is highly regarded by 
nLmK customers… 

“Thank you very much for the 
opportunity to join the class. It is 
very well done. I have more than 
25 years in the steel and scrap 
business and continue to learn 
something new every day. I would 
say not only did I learn a lot that I 
didn’t know but there were several 
refresher subjects that were well 
needed for me. This is an awesome 
class that I would recommend to 
any level of expertise. I even think 
other metallurgists would enjoy 
some of the dialogue and insights 
provided. I would also like to pass 

c ustomers come to attend 
the “physical and process 
metallurgy Fundamentals 
of carbon steels” class. This 
two-day metallurgy class, 

a joint effort of the Inside sales, 
Technical services and operational 
teams, has been regularly presented 
now for over a decade and since 
2015, has been held twice a year in 
our new training center right on site 
at nLmK pennsylvania.

presented by Frank Fonner, 
Director of Quality and metallurgical 
engineering at nLmK Usa, the 
class covers a broad spectrum of 
steelmaking and all of the related 
processes, ranging from product 
grades and categories, through 
melting and casting and then 
down through all of the finishing 
operations. “The idea behind the 
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maintaining 
balancE

maintaining the balance between business and staff interests is the main aim 
of the nLmK production system development project. Tatyana averchenkova, 
Vice president of operational efficiency, tells us about the achievements at 
nLmK Kaluga and what we can expect to see at nLmK’s sintering and blast 
furnace operations, at stoilensky and other production sites.

Kaluga: a Success Story? 
or Kaluga: a Success Story!
This black-and-white approach is how a 
lot of projects are assessed. our project 
at nLmK Kaluga is no exception. a year 
ago, we launched the first wave of a new 
development stage of our production 
system here, and we would love to stamp 
it with “success” and move on.

I’m not a fan of making bold statements 
while work is in full f low. First, the 
production system at nLmK Kaluga hasn’t 
come to an end just because the project 
team has left; it’s an ongoing development 
process. second, the project itself is 
alive and kicking; we are working hard 
to develop it at our other sites: nLmK 
Lipetsk’s sintering and blast furnace 
operations, and stoilensky. Kaluga was just 
the starting point. It’s fair to say it was a 
successful start.

what are our assets at the start? Good 
target performance figures, a tangible 
economic effect, tr ied-and-tested 
production system development methods, 
which can now be scaled up or down 
and put into practice and, of course, our 
people. we believe the project team is the 
main asset of our successful start. Their 
experience will lay the foundation for 
the following development stages of our 
production system.

what’s more, we’ve launched the 
second wave and it already encompasses 
two sites and a completely different 
production set-up: long distances, large 
teams, long-standing working patterns 
and conventions – dynasties even. nLmK’s 
legendary upstream and midstream sites: 
our sintering and blast furnace operations 
at nLmK Lipetsk, and stoilensky, nLmK’s 
mining and processing works.
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all this helped the project team create 
their own, functioning production system 
– based on their experience and theoretical 
knowledge.

The Big  
Commercial Secret
 all production systems work to the same 
principle. The difference lies in the goal 
that you want to achieve. The technical holy 
grail of our production system is a good 
stream of constant minor improvements. 
The accumulation of multiple “one-
dollar” initiatives gives a stable flow of 
improvement without the risk of failing to 
achieve the overall goal.

what’s more, as a rule, all the tools 
employed in our production system are 
well-known: the 6s, the 5 whys, a3, 
strategy mapping… The tools alone aren’t 
efficient. It’s useless to simply introduce 
them. moreover, a tool can actually hold 
employees back within the existing system 
if they don’t grasp the key point – the reason 
why all this is necessary. Behavior is only 
modified by a change in understanding, 

SErgEy  
ShalyaEv
General Director,  
NLMK Kaluga

 ▶ The new standards in management 
had positive results: improved 
communicat ion bet ween the 
departments, and more trusting 
relationships between employees and 
managers. Prompt and regular feedback 
makes it possible to quickly solve 
problems that arise and smooth out 
difficulties. The management started 
listening more to its staff’s opinions; 
there was more discussion and joint 
decision-making.

The goals of the company and various 
departments and the approach needed 
to achieve them are regularly discussed 
and set during our rounds, meetings and 
conversations on efficiency held with 
our staff. Our employees communicate 
openly with the management. As a 
result, there is mutual interest in the 
suggested changes.

What’s more, our managers are 
employing a rather complex strategy: 
mentoring. It fosters teamwork skills in 
employees and creates a sense of one 
united workforce. Problems that were 
previously swept under the rug are now 
dealt with directly by employees at their 
own level or, if necessary, at a higher 
level.

This, of course, motivates the entire 
team to contribute to the process of 
effecting useful changes.

However, there will be an appraisal. 
not of the project itself, but of the methods 
the project team developed. Here are some 
numbers.

 
One Team
There are now 120 people in the project 
team in the second wave, all of whom 
are our own employees. They are mostly 
line managers from the plant: foremen, 
specialists, site managers. These are 
people who really work in a team, think 
up and implement the latest methods and 
approaches that bolster our efficiency. 
In Kaluga, we started with 30 people. 
newcomers are trained using the “learn 
from your team” approach. How do we 
identify new team members? we form 
our team by inviting employees from their 
main work teams. It’s easy to spot the most 
proactive ones.

I’m purposefully avoiding the 
terms “area manager” and “leader”. 
Because, really, #weareoneteam. we are 
encouraging team engagement skills, and 
our staff are truly engaged to the fullest. 

outcomes of 
production system 
development  
at nlMk kaluga*

400
the number of initiatives 
submitted by employees

58%
submitted by plant workers;
(in the early days of the 
project: 163 initiatives were 
submitted, of which only 
11% were submitted by the 
workers)

1250
the projected number of 
initiatives that will have been 
submitted by december 2017 
(an almost eightfold increase)

>10
million dollars – the projected 
annual economic effect while 
maintaining minimal risks of 
failing to achieve goals – thanks 
to a stable flow of small-scale 
improvement measures

*over six months of the project’s run

The project team assists 
the master to make a 

vision Board

The project team 
summarizes the results of 
the cultural diagnostic
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and cultural transformation. In the end, 
it is the sincere desire of the employees 
for daily improvements, the desire to 
submit useful initiatives themselves 
that encourages  them to employ 
efficient practices.

The key is nurturing this desire. This 
process is unique, and each team will 
respond to a different approach. In other 
words, you can’t implement Toyota’s 
production system without Toyota’s 
people, and nLmK’s production system 
will fail without nLmK employees. Herein 
lies the company’s secret.

our concept of efficiency is: efficient 
equipment, efficient processes, and 
efficient people. The most difficult and vital 
link in this chain is efficient people. you 
can easily buy equipment and write process 
regulations, but the efficiency of those very 
processes and equipment is determined by 
the people working with them. of course, 
nLmK also invests heavily in technical 
upgrades and replacing equipment. 
However, the reality of the current steel 
market is that hardware doesn’t provide 
a long-term competitive advantage. If one 
company invests and acquires efficient 
technologies and machinery, it will rapidly 
spread throughout the industry. efficient 
people are what, in fact, make equipment 
and processes efficient. It’s something 
money can’t buy. It can only be developed 
in-company.

The Human-Plant  
Friendship
what laws govern this cultural 
transformation? we change people’s 
attitude to the plant, and the plant to the 
people. It’s simple: the plant must turn 
to look at its employees as more than just 
workers – as humans. The concept that the 
human-plant system is not a one-way street 
is the latest stage in the development of our 
production system. The company should 
also work on its people’s efficiency.

Indeed, this is the first thing people 
want– better working conditions, 
renovated staff rooms. we made vision 
boards early on and they were covered 
entirely in everyday problems from 
the office or plant. we started solving 
our big production problems by buying 
microwaves, rubber mats… at first, it 
looked like it would  be an endless task 
and  would take huge  investments… 
billions… 

our current task Is 
shoWIng hIM that 
another scenarIo Is 
possIble: “speak up and 
We WIll lIsten. your 
opInIon Is IMportant, 
your suggestIons and 
Ideas are valuable.”

SErgEy  
napolSkikh
General Director  
at Stoilensky 

 ▶ The project aims to foster a sincere 
desire in employees to effect useful 
changes on a daily basis. It doesn’t 
matter how small they might be, the 
key is regularity and quantity. This 
stream of initiatives will improve the 
efficiency of the entire enterprise, 
imparting each employee with a stable 
sense of confidence in their future.  The 
leaders should set an example, from 
foremen to the directors. This is how 
you get workers on board and actively 
engaged in the process of change. “It all 
depends on us” is the new motto and 
model that managers are rolling out 
across all the sites. The main principle 
of this model is “lead by example.” It 
is vital that people feel this openness, 
this willingness to communicate, the 
constructive atmosphere, and wealth 
of information. If each of us fosters this 
principle, our staff will no longer be afraid 
of their “superiors,” and there will be 
mutual understanding and constructive 
dialogue.

vlaDiSlav  
liStopaDov
Head of Sintering and Blast Furnace 
Operations, NLMK Lipetsk

 ▶ At Production System meetings with 
my team, I always say: the production 
cost of pig iron is currently $ 200 on 
average. We have over 2,000 employees 
at our plant. If everyone goes away and 
thinks about how to suggest an idea 
that will save at least one dollar, think 
what the potential result could be. 
My team immediately then grasps the 
process of continuous improvement 
and what it means to be involved in 
this process. Most importantly, they 
understand what needs to be done to 
get the process going.

The key is starting with yourself. To 
foster trust within your team so the 
team also effects change and joins in 
the process, you need to adopt three 
rules: talk to people, set an example, 
fulf ill your promises. This is the 
foundation for Leader Standard Work – 
I believe, the key principle behind the 
development of the NLMK Production 
System. When we give all this to people: 
a clear understanding of the ongoing 
processes, regular feedback, solutions 
to their problems, we show our own 
engagement and are rewarded with a 
new team. A team where each member 
feels like it’s our plant, and we are 
an integral part of it. When we come 
to work, it’s as if we are coming home 
and our attitude to work is the same 
as our attitude to our home life. When 
everything is shipshape, in order and 
prospering, all of our members also 
reap the benefits. This is what our 
Production System ultimately aims at.

However, we solved those everyday 
issues in about 1.5 months and with about 
$ 60 thousand. yes. over nine months 
of the project, Kaluga spent 3.5 million 
on these small needs, which is less than 
1% of our 7-million-dollar initial gains. 
and, as you can see, it had no direct 
impact on wages,  or other material 
incentive schemes.

This was our first unexpected discovery.

Listen and Take  
Things on Board 
Before the project was launched, we 
polled our staff and were surprised by 
unexpected results. we learned that people 
are motivated by more than just the size 
of their salary. many stated that their 
primary motivation is understanding what 
direction the company is going, and feeling 
they are making a clear contribution to 
progress and are involved in the overall 
goal. In other words, they want their skills 
to be recognized and want to feel needed. 
In response, people are willing to commit 
and give back to the company.

This was our second discovery.

managers often believe that people 
are motivated solely by money and staff 
resist getting involved in effecting change 
because “they’re not getting paid for it.” of 
course, no one is willing to work for free, 
but financial motivation has its limits. 
Rather, it motivates for a while until 
the initial wave of euphoria after salary 
payments or bonuses wears off. Then, it’s 
business as usual. The most important 
discovery was probably that people want 
to be… heard. The greatest barrier lies in 
the fact that people believe no one wants 
to hear out their ideas and that “nothing 
ever changes.” There might be a worker 
in a particular department with a host of 
good, useful ideas who simply remains 
silent all because he believes a typical 
scenario will play out: the management 
will listen, but will not take anything on 
board or might even react negatively. 
our current task is showing him that 
another scenario is possible: “speak 
up and we will listen. your opinion is 
important, your suggestions and ideas are 
valuable.”

How do you see the company 
and its staff in 3-5 years?
economic benefit and profit are not the 
only points to consider when reviewing the 
prospects the nLmK production system 
opens up. of course, they are important 
outcomes but, ultimately, the main aim and 
answer to the question: “why do we need 
the production system?” is that it gives 
everyone the chance to work in a team; 
it creates the team. It unites like-minded 
people, drawing them from disparate 
departments. It makes participation 
exciting, makes the work more thrilling by 
way of the very engagement that everybody 
needs – when people are open to dialogue, 
ready to develop themselves and the 
company, know their goals and take on the 
responsibility for their fulfillment.

after pursuing the production system 
for 3-5 years, we will see what is essentially 
a new company take shape: a team of like-
minded people, willing and able to solve 
any tasks it sets itself. It’s a new level of 
development, a new class of individual 
responsibility for results, personal success 
and achievements.

Interactive exercises on 
goal-setting and team-
building at NLMK Kaluga.
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Mentoring  
101

and self-reliance. after all, surely mentors 
and their mentees are competitors in 
the labor market in addition to being 
colleagues? what’s more, company loyalty 
was no longer a prized value: employees 
saw themselves as free agents who were 
prepared to switch companies or roles 
at any moment in the search for better 
conditions, intentionally avoiding “getting 
stuck” somewhere for too long.

However, this new ideology quickly 
revealed its downsides: increasingly 
difficult team dynamics, loss of knowledge 
continuity, and high staff turnover. Besides, 
it unexpectedly emerged that there is a 
direct link between employee loyalty and 
the practice and quality of mentoring 
in a company.

according to a survey conducted in the 
U.s. by Deloitte, 68% of new employees 
intending to remain with their current 
employers for five years or more had a 
mentor. other studies have shown that 
mentoring, especially in the early days of 
employment in a company, significantly 
increases the chances that a new 
employee  will stay on at that company 
for a long time.

“Forget everything you were taught, you 
now have to relearn everything anew.” 
new specialists have heard this phrase so 
much that it has become a real cliché, even 
sort of a joke. But as we all know, there’s 
a grain of truth in every joke. education 
does not produce ready-made specialists; 
it imparts basic knowledge. newcomers 
know that they need to do something about 
it, but don’t know exactly what. The kind of 
knowledge they need comes only with lived 
experience – mentoring plays a vital role 
in this learning process.

There are several stages in the work 
between a mentor and a new specialist. 
The first stage involves getting to know 
the team. It’s important that newcomers 
feel welcome and part of the team, don’t 
feel shy and hesitant, and know who to 
contact about specific issues. The second 
stage concerns the professional aspect 
of work. mentors break down the task at 
hand into stages, i.e. set out a work plan. 
The third stage sees the mentor brief their 
mentee on the finer details of the working 
process: they explain what needs to be 
done and how, and why certain approaches 
are favored over others. Finally, the fourth 
stage concerns motivation. mentors try to 
unlock each employee’s potential. They 

“coaches alWays 
Work WIth a teaM; 
they don’t take 
IndIvIdual MeMbers 
under theIr WIng 
and advIse theM 
but Instead seek 
to achIeve specIfIc 
results”

seek not to hand out solutions on a plate 
but to encourage their mentees to find 
their own solutions, and to identify and 
resolve mental issues that hold them back 
from success.

obviously, not every candidate wishing 
to become a mentor has the right training 
expertise: knowing not only how to instruct, 
but also how to explain and motivate. after 
all, a mentor is also only one member of 
the working team. mentoring provides 
opportunities for growth for both the 
mentee and the mentor, where they 
develop together at every stage. The 
classic approach to mentoring assumes 
that mentors are not part of the hierarchy 
in place above newcomers. mentors 
are not bosses; they are knowledgeable, 
experienced colleagues.

Buddying is a program designed to help 
new employees, enabling them to quickly 
get used to their new workplace and team. 
Buddies are fellow employees who hold 
similar positions and might even be roughly 
the same age as the newcomer they’re 
assigned to.  Their role is not to impart large 
amounts of knowledge, as they themselves 
might not be that experienced. Buddying 
usually only lasts a few months while new 
employees get used to the company.

For example, British retailer marks & 
spencer developed mentoring programs 
for its employees across all corporate levels, 
and has launched buddying pilot schemes. 
For a set amount of time, disadvantaged 
people are invited to work at the company, 
with each of them assigned a buddy 
employee as a co-worker and adviser.

The significance of this experiment 
was that buddying and mentoring benefit 
both the newcomer and the mentors 
themselves. First, through training others, 
you learn a great deal yourself and, second, 
being a mentor gives employees a sense of 
importance within the company.

as for coaching, it’s clear what it entails 
if you link the concept to sports coaching. 
coaches always work with a team; they 
don’t take individual members under 
their wing and advise them but instead 
seek to achieve specific results. coaches, 
unlike mentors, are usually specialists 
with training qualifications and their 
goal is to train their team to achieve 
a specific objective.

Recently, a number of companies 
have introduced the concept of reverse 
mentoring, spurred on by the rapid, vast 
leaps forward in IT. It involves millennials 
(those born after 1980, who were exposed 
to computers, modems, and gaming at 
a young age) being paired with older 
employees who didn’t grow up with 
computers and had to learn how to use 
them in adulthood. younger employees 
are also well-versed in the world of social 
networks, having used them for most 
of their lives. Reverse mentoring helps 
older employees adapt to the realities 
of the digital age, drawing on the vast 
experience of their colleagues. This 
way, the older generation receives the 
help it needs from tech-savvy younger 
co-workers. These generations may 
sometimes find it difficult to understand 
each other, but there is clearly a lot they 
can learn from each other.

The interest in mentoring experienced a 
particular upswing in the U.s. in the 1970s, 
when it was hailed as “an innovation in 
american management.” after that, ten 
years ago, aerospace company Boeing 
accelerated its mentoring programs, 
stating that it suffered from “too many 
good jobs, too few qualified people.” 
offering equal opportunities to everyone – 
minorities and immigrants in particular – 
was key. Boeing saw mentoring as an 
effective way of achieving this.

However, in more recent years, the 
benefits of mentoring have not always 
been clear to everyone. previously, 
corporate culture lauded individualism 

“If I have seen further, it is by standing 
on the shoulders of giants.” Isaac 
newton thus accurately expressed 
the idea that without acquiring 
and passing on experience, human 
civilization is impossible. parents 
have long passed on their experience 

to their children, as have masters to their 
apprentices. However, with the advent of 
large-scale industrial production came 
the emergence of large groups divided 
into functional units where knowledge 
and experience were no longer passed on 
so naturally. mentoring as an institution 
has had to be specially resurrected as part 
of good management practices.

These days, modern corporate practice 
usually involves other forms of support 
and training offered to new staff, alongside 
mentoring. These include buddying 
and coaching. all of these forms have 
something in common, but are distinct 
in their own way.
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eight Questions 
about Coaching

Interview with Tom Taborek, corporate 
Director of Human Resources and Labor 
Relations at nLmK Usa

1. What is coaching to you?
coaching to me is a process of helping 
another person with their thinking. 
coaching is most effective when there is 
an established relationship to work on 
skill development. It is when one person 
makes a commitment to another person 
to help them with their development.

2. How does coaching work?
Typically, coaching starts with identifying 
that there is a need for development. 
managers sit with employees and talk 
about their development. coaching comes 
up as a way to solve the development need. 
once it has been agreed that there is a 
specific need that coaching can address, 
then it is really about finding the right 
person to be the coach, establishing a 

directing people what to do. It’s getting 
them to think differently. you have 
to understand how they are thinking 
first, before you can help them be more 
effective in how they approaching 
problems or situations. and, therefore, 
listening is vital to any good coach. 

5. How do you select a coach?
many people think the coach has to be 
the person’s manager. I do not think it is 
always the case. managers always have 
the responsibility to be a coach and to 
grow people but they are not always 
the best person, depending on the skill 
being developed. I think if we look at the 
individual development plan and we have 
identified a specific need, then we can 
ask: who is the best person to help in this 
case? That is the question we should ask. 
and, if that person does whatever we are 
trying to help with really well, can they 
be a coach? not everybody can be a coach. 
not all managers are good coaches. so, 
can we find the right person who is a good 
coach and who does that particular skill 
really well? Ideally, both the manager 
and the coach help the individual 
grow that skill. 

6. How much coaching  
are we doing now?
Right now we are building a lot of the 
developmental processes, and coaching 
is one of them. To encourage coaching as 
a normal activity in nLmK Usa and grow 
the skill set, we are preparing training 
and the platforms for people to think of 
coaching as a developmental solution for 
the needs of their people. 

There are several elements being built. 
we have implemented an individual 
development planning process and we have 
rolled that out as part of the performance 
management system. we are now also in 
the final stages of finishing our training 
development on coaching, feedback 
and communications skills for leaders 
and managers. within that particular 
module, there is a very specific purpose – 
to teach people how to be a good coach 
and encourage them to focus more on the 
development of people. 

7. You mentioned individual develop ment 
planning. What is the role of coaching in 
individual development plans?
coaching is a fundamental aspect of 
individual development plans. we have 
deployed a theory of a 70-20-10 approach. 
70% of the learning for adults should be 
from experience to gain skills. 20% should 
be coaching, which is about helping people 
to grow those skills. and only 10% should 
be training. Training is a great resource 
for when you have a knowledge gap. If 
you need to understand how to effectively 
manage people, you may need some theory 
but then you are probably going to need a 
coach to help you adopt that theory into 
a skill. and that is when coaching really 
occurs. These three areas come together 
to make a good comprehensive skill set or 
development plan. 

8. What is your 5-year vision?
my five-year vision is based upon the 
organizational needs that we see going 
forward. They revolve around the need to 
have the best ways to attract people, retain 
people, develop them as well as have a back-
up plan for people’s potential departure 
like retirement (succession planning). so, 
my vision is to have all the systems and 
tools in place and create a culture in which 
development of people is normal, expected 
and rewarded. To me, that is a glimpse into a 
5-year vision for nLmK Usa. 

coaching relationship and having an 
ongoing interactive process to work 
through the issue. It is helping people with 
their thinking.

Let’s take an example. Let’s assume 
we have a manager who is new to being 
a manager. This manager has a team of 
people that report to them that has some of 
the typical people problems that come up. 
one person may not be doing everything 
that is being asked. one person may be a 
shining star. one person is having some 
true performance problems. 

coaching for that manager would be 
about sitting down and getting them 
to think about people. Do they fully 
understand what they are trying to 
accomplish? Do they fully understand 
what the reality is? 

after they understand what they are 
seeing a little clearer, the next step is to 
go through options. and this is where 
coaching has a great value to people. 
coaching is not directing somebody: go do 
it that way. It is about getting them to think 
differently: given the situation, what are 
their options? coaching is about helping 
them to understand the pros and cons of 
different options and, from there, helping 
them select what path they think would be 
right for them. once the path is chosen, it 
is always good to challenge them to have a 
sustainable plan thereafter.

3. What would a sustainable  
coaching plan involve?
part of that plan is to come back to the 
coach and have a follow-up meeting. From 
my experiences, coaching is a process. It 
is never a one-time sit-down. It is helping 
a person understand how to approach a 
problem and then allowing them to try the 
new approach out. From that experience, 
typically, there are aspects that worked 
and there are aspects that didn’t. They 
can then come back to the coach to 
process again. How well did it work? what 
happened? what parts did you feel really 
clicked and seemed to work well? what 
is left remaining as far as the problem 
goes? These are all good questions that 
the coach and the person can continually 
process through. 

4. What is the key  
feature of a good coach?
Listening skills. Listening is extremely 
important for coaching. again, it’s not 

“ coachIng Is 
a fundaMental 
aspect of IndIvIdual 
developMent plans”



Mentor  
and Mentee 

a day In 
the cold 
rollIng  
and  
coatIng 
shop

 Before you put the roll support on 
another roller, its inner surface must 
be lubricated – otherwise, the parts 
will weld to each other and cannot be 
removed.

 You need to remove the roll support from the 
processed roll in order to put it on another roll. The roll 
support is held in place by a heavy support ring so that 
it doesn’t come off. It is much easier to complete this 
task in pairs.
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Our colleagues at NLMK Lipetsk talk about how important it is to forge the right team 
connections and how mentoring can be of benefit to both mentees and mentors.

IVAN: 
“we are the ones responsible 
for preparing the rolls for the 
continuous annealing and 
zinc coatings department. 
we use special machinery to 
confer roughness to the rolls. 
It affects the end quality of 
the rolled products and can be 
applied in different qualities 
depending on what’s needed. 
The workload in the plant is 
huge: you can walk a dozen 
kilometers in a day, easily. 
working in the cold rolling 
shop is a tough job.”

ILYA: 
“I was trained as a 
milloperator, and did my 
work experience at nLmK.  I 
didn’t anticipate that I would 
face any difficulties, but it 
turned out that while I know 
the theory and understand 
the processes on that level, 
I had lots to learn about the 
work process itself. I knew 
what was going on and why, 
but I didn’t understand how it 
all worked. so, it's great if you 
have a mentor who can show 
you how it’s done and explain 
everything.”

Ivan Slyozkin
27 Years old, mill operaTor 
foremaN iN cold rolliNg aNd 
coaTiNg shop
EDuCATION: HIGHER,  
ENGINEER
WORK ExPERIENCE: 4 YEARS

Ilya Boldyrev
23 Years old, mill operaTor iN 
cold rolliNg aNd coaTiNgs shop 
EDuCATION: HIGHER, MASTER’S 
DEGREE IN HIGH-PRESSURE METAL 
PROCESSING FROM LIPETSK STATE 
TECHNICAL UNIVERSITY 
WORK ExPERIENCE: 4 MONTHS

MENTOR MENTEE



IVAN: 
“I volunteered to be a mentor. 
some new young people came 
to work on site and I decided 
it would really help if we 
shared our experience. Do I 
get anything out of it? yes, I 
do. I hadn’t thought I would 
beforehand, but it turns out, 
the main plus is that I have 
qualified colleagues working 
alongside me and everything 
is kept in perfect order.”

ILYA:  
“when they say ‘mentor’, you 
always imagine someone 
gray-haired, late middle-aged, 
who’s worked all his life. Ivan is 
actually only a few years older 
than me. I still highly respect 
him though. It’s not about age, 
but experience. The key skill a 
mentor needs is the ability to 
teach us everything they have 
learned on the job themselves.”

IVAN: 
“I was a mentor to three 
mentees. what can I say: 
everyone’s different. some 
need more explanations, 
some less, some need 
constant reminders: this 
is done this way, and that 
is done that way. The main 
aim is twofold: introducing 
newcomers to their position, 
and establishing good 
relations and interactions. It 
helped that before I became a 
mentor, I underwent training; 
there were special training 
sessions. They gave us in-
depth information about the 
finer points of mentorship: 
the psychological rules for 
setting goals, etc. Incidentally, 
I noticed that these rules work 
in both your professional and 
personal life.”

 After the grit processing, 
the roll roughness is measured 
at three points.

 The post-abrasion surface 
texture of the roll is visible on 
the screen of the profilometer, 
displayed as peaks and troughs. 

 The roll roughness is applied to the surface 
on a shot-blasting machine using steel grit. It’s 
important that you choose the right abrasion 
parameters.

 The abraded roll is then delivered to the roll-grinding shop and 
cleaned of grit; then, the necked-down surfaces are oiled, and the roll 
support is placed on the roll. A crane then delivers it to the continuous 
annealing line and other mill operators position it on the mill stand.
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Five Problems  
new Team  
Members Face 
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Problem #2: 
i don’t understand exactly 
what my responsibilities are
so, I studied hard and have a ton 
of theoretical knowledge, but 
suddenly I feel really out of place in 
my new job. There are so many new 
rules and practices here and my 
colleagues know them all, while I’m 
floundering. asking what to do is 
embarrassing: first of all, everyone’s 
really busy, and second, I don’t want 
to come across as ignorant.

 ▶ What’s going on here? you’re not 
stupid, you just lack experience. 
you know there’s a leap from theory 
to practice. as for your colleagues: 
yes, they’re all just busy and often 
simply don’t see that their newest 
team member needs help. Besides, 
how can they possibly know if you 
don’t say anything?

 ▶ Mentor’s Advice I suggest we 
look at your job description together 
and figure out how best to plan out 
your work. I’ll explain anything 
I can myself and if you still need 
some help, we can always turn to 
our colleagues. That way, you’ll get 
the information you need and get 
to know them better too! Let’s get 
something straight: you must ask 
questions if something isn’t clear. 
you’re new to the company, so it’s 
natural to ask questions. However, 
be sure to take information on 
board; as time passes, one day your 
colleagues will start to wonder if 
you’re up to the task if you ask the 
same basic questions over and 
over again.

Problem #1: 
no one is taking  
me seriously
what’s more, sometimes I feel like 
no one even notices me. everyone 
gets on with their own work, all of 
my colleagues know each other, and 
sometimes they even talk about me 
like I’m not there when I’m standing 
right beside them!

 ▶ What’s going on here? However 
unpleasant it may be, it’s perfectly 
normal. It’s part of the herd mentality. 
Think back to your school days: that 
new student who joined the class 
halfway through the school year 
or that kid who turned up in the 
playground one day whose family had 
recently moved to your hometown  – 
they didn’t fit in and make friends 
right away, did they? your team at work 
is not that different: no one knows 
you yet and they don’t know what you 
are capable of or what to expect from 
you  – and some people (even adults) 
shy away from new people.

 ▶ Mentor’s Advice This is easily 
solvable. First off, I’ll help you get to 
know your colleagues better and hit 
it off with your team. sometimes you 
just need to find something you have 
in common and the conversation will 
start to flow. sitting down for lunch 
or a cup of tea and cake might be 
all you need to get your relationship 
off the ground. second, you need to 
prove yourself at work and show your 
colleagues that you’re a professional. 
It’s my job to help you acquire the 
skills you need to succeed in our 
company and unlock your potential.

How a mentor 
can help you 
successfully 
adapt to your new 
role, team, and 
responsibilities. 

Problem #3: 
no one is giving  
me feedback on my work
I’m doing everything to the best of 
my ability but not getting a reaction, 
either positive or negative, from my 
bosses. I’m left trying to blindly feel 
my way through and I’m finding it 
really difficult.

 ▶ What’s going on here? all through 
your school days, you got used to 
getting marks and comments almost 
instantly: a – excellent, B – good, 
c – satisfactory, D – unsatisfactory. 
It’s different at work: no one here 
wastes time commenting on your 
every move. Remember: if you do 
something wrong, you will be told 
about it almost immediately – after 
all, we’re all working in one close-
knit team and everyone’s mistakes 
impact on others. of course, you’ll 
also be praised for any outstanding 
achievements. Basically, if your 
colleagues are not giving you 
feedback, it means you’re not doing 
a bad job.

 ▶ Mentor’s Advice mentors are 
an integral part of the workplace 
because they not only help you 
gain knowledge and experience, 
but also evaluate your success. we 
work together: I explain and show 
you how things are done, you learn 
and put your newfound knowledge 
into practice. Then, you go off and 
work on your own. I’ll always be 
there for you, monitoring your 
work, helping you correct mistakes. 
I’ll also be there to celebrate your 
achievements, of course!

Problem #4: 
no one pays  
attention to my ideas
I’m sure my ideas would help our 
team work better, but no one is 
listening.

 ▶ What’s going on here? Few 
people are willing to take on board 
ideas from a new team member, 
especially if they are young: most 
people are convinced that their 
practical experience is more 
valuable than new theories and 
suggestions. of course, you’re 

looking at the project with fresh 
eyes and invariably see a lot of room 
for improvement. However, you 
need to earn some trust and respect 
first if you want your suggestions to 
be taken seriously, and this always 
takes time.

 ▶ Mentor’s Advice There’s a very 
simple solution to this problem – 
tell me your ideas! my sole purpose 
here is to pay you the attention that 
our other colleagues don’t have time 
for. Together we can objectively 
go over your suggestions and if 
they are really worth taking into 
consideration, I can submit them to 
the right people. They will listen to 
me. It’s often the case that ideas you 
think are new have already been 
introduced, or your ideas require a 
bit of fine-tuning. we can work on 
them together.

Problem #5: 
i feel like the job  
doesn’t suit me after all
I’d wanted this job for ages, I got my 
dream job, and now I feel like it was 
a big mistake. should I just resign?

 ▶ What’s going on here? even 
experienced employees have these 
thoughts from time to time. we 
are all influenced by our mood 
and sometimes overreact to small 
failures. It’s doubly tough for new 
team members who are not only 
grappling with their new role 
but also still getting used to the 
basics and even struggling to find 
their way around the building! It’s 
completely natural for you to feel 
confused, plus there’s the natural 
disappointment phase. all this 
is perfectly normal during your 
adaptation period.

 ▶ Mentor’s Advice Don’t go off 
half-cocked. Think about it: what 
can you possibly know about your 
job after just a couple of months? 
not much, to be perfectly honest. 
you’ll only get a feel for your place 
in the company after working here 
for a while. my advice: relax, get to 
know your colleagues better, and 
immerse yourself in your work. 
There’s plenty on offer here for good 
specialists; I’ll tell you all about it.

“you’re neW to  
the coMpany,  
so It’s natural 
to ask questIons. 
hoWever, be sure  
to take InforMatIon 
on board”
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Stanislav Olkov
Executive Director, VIZ-Steel

In 1995, I worked as a third-category 
engineer in the plant’s engineering 
design department. The head of the 
department gave me a huge folder 
containing the requests from the 
shops for engineering design with 
the words: “Here you go. There’s 
six months of work in there.” I took 
an unorthodox approach. Instead 
of getting straight down to the 
engineering design process as my 
more experienced colleagues usually 
did, I decided to go out to the shops 
– directly to the customers. There I 
understood that some of the requests 
had become obsolete, part of the 
work could be completed without 
going through the project design 

process, and some requests needed 
to be completely reworked because 
the customers had wanted to order 
different work but could not properly 
describe what they wanted in the 
paperwork. within a week I was 
able to give an empty folder back to 
my surprised boss. nowadays, this 
would be called business process 
re-engineering, but back then it 
was just an informal approach to 
solving problems. a lot of new, 
inexperienced employees naturally 
take this approach and good mentors 
need to encourage and develop these 
skills in them as it is of great benefit 
to the company.

I did not plan on becoming a metallurgist – 
I  just liked a girl and wanted to marry her. 
In 1980, I got a job at the Usinor Longwy 
plant where she worked so I could be closer 
to her. I  started off as an operator in the 
transportation and loading department. I had 
no plans to stay on and build a career there, 
but then I realized there were good prospects. 
when I started working at the strasbourg 
plant, four of my new colleagues were really 
welcoming and immediately took me under 
their wing and trained me. They gladly 
passed on their experience and passion for 
their work and over time we formed excellent 
working relationships. with the support of the 
company, I underwent training and earned 
my first certificate of professional Training, 
followed by a Highly Qualified Technician 
Diploma. when I look back at my career, 
I am proud of the path I took that led me to 
the position of plant manager. Incidentally, I 
married that girl, we had children, and three 
months ago I became a proud grandfather.

I was only 22 years old in 1980, when 
I first started working at the steel 
plant in clabecq as a supervisor 
of the rolling mill finishing area. 
I was introduced to the foreman on 
my first day and I learned what to 
do by watching my colleagues. The 
shop is spread out over 600 meters 
and is filled with huge machines and 
overhead cranes – all of this made a 
huge impression on me. I set myself 
the goal of becoming the foreman. 
I took evening courses and four years 
later I achieved my goal. over my 37-
year career there have been a lot of 
amusing moments, but my clearest 

Antonio 
Lopes
Head of Galvanizing 
Operations – Inspection 
and Cutting Line and 
Polymer Coating Line, 
NLMK Strasbourg

Hugo 
Modrian
Transport and Special 
Projects Manager,  
NLMK Clabecq

FIrsT sTePs  
To The ToP

our colleagues 
remember
how they
started at the
company

Cold-Rolling Shop, 
VIZ-Steel

when I chose to join nLmK, it was 
because I saw a team which is not 
afraid to invest in young resources like 
me. It was decisive. In talking with 
my future potential chief at the time, 
I directly perceived the possibilities 
of professional development and 
personal growth. It was this vision of 
nLmK Verona that made me decide. 

In my department, responsible for 
Health and safety, the days are always 
different. Here, we never get bored, 
for me it’s a real chance! This allows 

Martina Rampanti
Health and Safety Engineer, NLMK Verona

me to learn new aspects of the job on 
a daily basis that grow my potential.

my training period was unusual. 
when I arrived, my tutor was away for 
almost 3 months. I took this situation 
as an opportunity to prove the extent of 
my abilities and it has not gone without 
attention. at the end of october, I took 
part in my first safety conference 
with all the security managers of 
the Group’s sites; it was fascinating 
to understand different ways of 
thinking of other countries of our big 
multinational group! I feel particularly 
well surrounded and I know that my 
path at nLmK will not stop there. 
Gradually I prove myself and I evolve. 

I know I still have a lot to learn 
and I hope to continue doing so for 
a long time in the nLmK Group. I am 
sure I will have plenty of chances to 
improve my competencies, and the 
future is full of promise! 

memory is telling the foreman that 
I had been promoted to his position: 
he had apparently not been informed 
and was so shocked to hear the news 
from me that he missed his chair and 
sat down right on the floor. I had to 
leave the office for a while because 
I couldn’t keep a straight face!
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I got a job as a temp at nLmK La Louviere at 
the end of 2014; my predecessor had sustained 
an injury and the company urgently needed 
to find a driver with a road train license. 
my manager offered me the chance to take 
part in road train driver training at the 
national Railway company of Belgium 
(sncB), which would be paid for by nLmK. 
I immediately agreed: It’s really expensive 
to undergo training at scnB and it’s not 
open to beginners. Therefore, I was given a 
wonderful gift by nLmK La Louviere. I was 
lucky; in just a short time, I was able to make 
myself known and show my willingness to 
work at nLmK permanently and develop 
within the company. after I got my Terberg 
road train license, I was offered and signed a 
permanent contract, and I was thrilled. I am 
sincerely grateful to nLmK La Louviere for 
taking me on and going on to offer me long-
term employment.

after working for a while, I decided to 
diversify my skills and become a more 
universal specialist: I trained as an 
ambulance crew member. I’m constantly 
telling new employees that I think nLmK La 
Louviere is an amazing company, and that the 
metallurgical industry is set to have a bright 
future. I owe my career to nLmK.

Yanis Bibi
Terberg road train driver 
at NLMK La Louviere 

I started off as a coke-oven heater 
back in september 1985. I clearly 
remember my first working day. The 
heating foreman, pyotr Korzhikov, 
took me to the coke oven batteries 
when the manager of the coke oven 
unit, Vladimir Balakhontsev, was 
supposed to measure the angle of 
the leveling arm on battery no. 2. He 
was trying to line up the ruler when 
an operator started moving the arm 
for some strange reason, despite the 
fact that measurements are made 
when the arm is stationary. The first 
and second attempts to measure 
anything both failed. my boss didn’t 

Ilya Zoltuyev
Chief Technology Officer, Altai-Koks

hold back: he started swearing at the 
negligent operator. I learned a lot of 
new words that day! It was then that 
I clearly understood that the plant 
is not a playground. as a graduate 
specializing in aircraft construction, 
I had to learn the chemistry involved 
in the coke industry from scratch. my 
mentor was yevgeny Romanov. He 
taught me all the finer points: what to 
look out for when making my rounds, 
as well as how to monitor the heating 
temperature of coke ovens. This 
knowledge came in very useful in my 
management work later on.

Coke-oven heater, 
Altai-Koks, 1985. 
Zarinsk, Russia

I started with the company in 1999 
as a network administrator / pc 
technician. I had previously worked 
for the company as a consultant, so 
on my first day with the company 
I was already familiar with my 
colleagues. Throughout the years, 
I had held  roles  of increasing 
responsibility.  I  was  appointed 
Director of Information Technology 
in June 2017.

Jim Rowe
Director of IT,  
NLMK USA

During my career, I had been part 
of every startup, every acquisition and 
every change. arlene Barney, who 
recently retired from her position 
as Vice president of Information 
Technology was my mentor. as part of 
her mentoring, she used to say: “every 
time something good happens, you get 
some chips. every time something bad 
happens, you lose some chips. at the 
end of the day, you need to make sure 
you have enough chips left!” In other 
words, working in IT, every now and 
then things do not work out the way 
they are supposed to. Build up your 
pile of chips because something might 
go wrong.

I signed a training contract with nLmK on 
september 1, 2015, and I’m now graduating 
from the Faculty of climate engineering at 
Insa strasbourg. a four-week internship 
abroad is a mandatory element of my training.

Therefore, I joined the pole energy team at 
nLmK Lipetsk last month. I had the chance 
to gain practical experience in the various 
fields the nLmK group of companies works 
in. In particular, I took part in drawing up 
an energy efficiency improvement plan, 
which can be adapted and implemented at 
nLmK strasbourg.

The energy efficiency plan involves energy 
consumption monitoring, deviation analysis, 
checks and the required action. I  also 
participated in several events: regulating the 
Galva line burners and conducting an energy 
audit of the production process of  steel for 
transformers.

Alexandre Lis
NLMK Strasbourg
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I had been w it h t he company 
for  19  years.  I  started as an inside sales 
representative and, with time, assumed 
supervisory responsibilities. Later I became 
a sales manager, managing the sales 
of galvanized products.

when the company went through an 
acquisition, I became an inside sales 
representative for the second time. It gave 
me an opportunity to learn about the entire 
range of products offered by nLmK Usa. 
I  was appointed a supervisor  – products 
and customer service in 2008.

one thing that I learned at the very 
beginning of my sales career in steel is 
to be proactive vs. reactive. Deb Banic, 
my supervisor at the time, would always 
emphasize how important it is to get in touch 
with a customer as soon as a change occurs to 
give them some flexibility and leeway.

Amy Turosky
Supervisor – Products 
and Customer Service, 
NLMK USA

I was offered a job at the clabecq plant 
in 2002. I started out in the maintenance 
and service lab. I’d just graduated with 
a diploma in electronics, and I took 
to the work at the plant immediately. 
Despite the fact that I had to complete 
my duties alone, it was good practical 
experience.

I wanted to develop my career 
almost immediately after starting 
work at nLmK clabecq. I’m a curious 
and independent person, so I held a 

number of different positions, but 
never thought that I’d work outside the 
technical sphere. nevertheless, nLmK 
gave me the chance to try my hand at 
various roles and I gradually found 
the work in procurement increasingly 
interesting and inspiring. In 2014, 
I became an auditor.

It was here in this field that I 
successfully realized my professional 
potential to the maximum. In July 2015, 
I took part in a major project called 
procurement in europe. I gave it my 
all and was immersed in the work. 
after completing this project, I was 
appointed as a procurement manager, a 
position I’ve held since april 1, 2017. It’s 
an incredible role that has changed my 
life — that’s how interesting my work 
is. solving problems, finding solutions 
to crises, and seeking out new ways to 
develop — I’m in my element!

Michel 
Mansion
procurement  
manager at NLMK 
Clabecq

I had absolutely no plans to work in 
metallurgy at all –I actually worked 
as a chef for several years. I first 
started working at nLmK as a temp. 
In the end, I worked as a universal 
operator for 16 years, learned about 
all the positions in the galvanizing 
unit, and went on to become the line 
supervisor, a position I’ve held for 
two years now. In January, I earned 

Serge Reichert
Line Supervisor, NLMK Strasbourg

a diploma in the operating mode 
of the Inspection and cutting Line 
at the school of management and 
metallurgy in order to bolster my 
extensive practical work experience 
in the plant. I really like leading 
teams: passing on my knowledge 
and experience is an especially 
positive part of my work.

when I started working at Dansteel, I started 
as an unskilled worker in our shear line. I was 
only 19, and I had no knowledge of the steel 
industry, at that time it was only supposed to 
be for a short period of time. so I didn t́ really 
have a goal when I started. we were 3 that 
started the same day, so the foreman took 
us on a tour, and we met the team we were 
joining, at their normal workstations. I´ve 
had a lot of people train me, most of them 
had a machine in the production line, they 
were especially skilled at, so when learning a 
new machine, most commonly also included 
another person teach you than previously. 
Then I went from unskilled worker to nDT-
supervisor. my primary focus area is the 
ultrasonic testing of our plates. I can describe 
my profession as working with ultrasound is 
really fascinating. so in one word fascinating 
sums it up pretty well.

Brian Bjerre
NLMK Dansteel

I remember it well. It was February 
21, 1988, I’d just finished my army 
service, and I landed myself a job 
as an assistant to a hot rolling mill 
operator at mill 2000 at Rolling shop-
3. I graduated from a polytechnic 
university, but studying at university 
and learning on the job are two 
very different things: what’s the 
procedure, what is it really, where is 
that spring (mills have a spring cage), 
how do you tighten it and why?! you 
don’t find all this in textbooks.

The mill operators have their own 
slang: a broken roll is a “dead guy,” the 
front part of the strip that rolls in is the 
“head,” the back is the “tail,” and so on. 
This slang generates all sorts of stories. 
During one night shift, I went to the 
cafeteria with a senior mill operator. 

each of us grabbed a glass of milk, and 
he said “seryoga, let’s pay our respects 
to the dead guy.” I replied, “what, 
again? How did it happen, when?” Back 
then, the production process was not 
like it is today; it was less automated, 
and the rolls broke more often. He 
continued, “yeah, we’d just got the 
head in when there was a thunk, and 
that was that – dead!” “where did 
you put it, where can I go and have a 
look?” “we did what we always do – 
dragged it over to the dead roller track 
and dumped it there. Go and see…” 
suddenly, we turned around and saw 
the server standing there, poor thing, 
listening to us and getting more and 
more pale, just about to run…

my first foreman was anatoly 
Zinchenko. He was highly respected 
in our team. He was a real father 
figure. you could talk to him about 
anything, even the most mundane 
issues. He loved asking questions 
himself, he never swore or got mad, 
but he was demanding –and it was so 
embarrassing if he asked something 
you didn’t know. He would call you 
“young’un!” all the new guys were 
called young’uns; it’s probably still 
the same today. “come over here, 
young’un. what skills do you already 
have? can you change the roll 
yourself?” I was pretty cocky: “yeah, 
I already got the go-ahead.”  we spent 
six months learning how to change 
the rolls. He said, “Right then. How’s 
the upper spindle balanced?” you’d 
stand there thinking: well, ahh… 
how is it balanced?! we had to learn. 
I learned a lot from him about how to 
be a foreman and a leader, learned to 
gain people’s trust. Five years later, 
I was given the job as a production 
foreman myself.

Sergey 
Mazur
Head of Rolling 
Operations, NLMK 
Lipetsk

Unit 2000, 80th.  
Lipetsk, Russia
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Two new guys Learn the  ropes

You’re ganging up 
on me! I bet they’ll 
be getting bonuses 

as well…

…couldn’t he even 
show me where the 

toilets are?!

Are you collecting 
mentees or something?

Of course 
not!

Oh my God!

Yikes!

Great.

…and now,  
after reconstruction,  

this machinery produces 
2.7 million tons  

a year!

We’re all 
one team!

Come and join 
our team, mate!

Of course, 
here! Like this!

Urgh… Oleg’s 
methods!

What are you  
doing, you idiot? 

Your honors  
degree won’t help 

you here!

Dmitry, could you 
show me how to 

select the running 
speed again?

Welcome!

I’ll explain and show you 
everything. I can see you’re 
a smart guy. Do you mind if 

we drop the formalities?

We’ll deal with  
the regs in a while,  
let’s go check out  

the plant.

Look, I’ve got a ton of work 
to do. You go and learn the 

technical regulations. We can 
chat about them if there’s 

time.

Andrey, Ilya, here are 
your mentors: Dmitry and 
Oleg. Guys, here are your 
new mentees! Fresh from 

university!

What’s there to explain? 
Watch me and just copy what 
I do. This goes there, this goes 

like that… Got it?

One day, two newcomers start work at NLMK – they’re fresh out 
of university and lack experience. We always warmly welcome 
our newest recruits: here, we met them, showed them around and 
explained everything. The only thing was, they had very different 
mentors with very different personalities.

You were top of your 
class, you say? There was 
another show-off like you 
here recently; he’s in the 

hospital now.
1 5

2 6

74

3 8
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1 A new employee asks you to help him 
fit in with his new team. What plan of 
action would you suggest?

а. He should buy a cake. I’ll invite everyone 
to a tea break! ..........................................................

b. This is an important issue that will 
need some time. I will introduce 
him to everyone in the coming 
days and weeks. ......................................................

c. I’ll explain the finer details of the 
working process if necessary. As for 
his teammates, they’ll come around 
after a while. ..............................................................

2 Your child wants a dog but you can 
see that you don’t have the space or 
means to house a pet. What would you 
say?

а. What is there to say? My kid wants a dog, 
I’ll just have to get one. .....................................

b. I’ll buy him a smaller pet. We’ll look after 
it together and see how it goes. .................

c. A firm no. Life is tough. ......................................

3 You’ve been asked to help a 
new employee. She’s clearly not 
getting used to her role and your 
explanations are not helping. What 
can you do to sort this situation out?

a. Tell the management that they would 
be better off firing this woman. ..................

6 One of your teammates has just 
enjoyed some great success. 
What is your reaction?

а. Well done! So, there are some 
bright people around! ........................................

b. I should get to know her better – we 
can exchange experiences and ideas. ....

в. Urgh… why doesn’t anyone 
recognize my good work? ................................

7 A junior colleague of yours has asked 
you to assess their work. You see some 
shortcomings. What would you say?

а. I would tell him rather directly that 
he is not coping with the work. 
Honesty is the best policy...............................

b. I would point out errors and give 
advice about how to correct them. ...........

c. I would say that the main thing is 
keeping the boss happy – sometimes 
you’re lucky and they don’t notice 
your errors. .................................................................

8 One of your colleagues is in a bad 
mood one day. Is it a good idea to 
ask what’s wrong?

а. Of course it’s a good idea. One person’s 
mood affects the entire team. .....................

b. I’ve already asked: she’s having problems 
at home. We’re going to meet up later to 
talk about it. ..............................................................

c. It’s none of my business. If she 
wants to talk about it, she will. ....................

9 A new, younger colleague is quite 
rude with the team and clearly 
thinks he’s better than everyone 
else. It’s annoying a lot of people. 
What should you do?

а. It’s unacceptable behaviour. I’d dress him 
down in front of everyone. ..............................

b. I’d prove to him that he’s wrong and that 
you need to respect your colleagues. .....

c. Let him continue that way if he wants. No 
one wants me poking my nose in where 
it’s not wanted. ........................................................

10 One of the new employees is 
constantly asking everyone 
questions. Is this a good or bad thing 
in your opinion?

а. It is a real worry – is there anything 
she can actually do herself? ..........................

b. She’s doing the right thing – how else will 
she learn? ....................................................................

c. Clueless idiot… She needs to figure 
things out on her own. Advising her 
is a waste of time...................................................

If you got mostly As, 
then your result is:

inDiviDualiStic 
EfficiEncy frEak
You stand firmly on your 
own two feet: you know 
your stuff, love order and 
feel confident about the 
future. However, when it 
comes to communicating 
with people and, 
par ticularly, passing 
on your knowledge and 
experience, you are too 
rational and formal. This 
is a serious shortcoming 
if you want to be a good 
mentor. Look around, be 
more flexible and open 
up to your new colleagues: 
your knowledge and skills 
are in great demand 
and you can make a real 
contribution to your team.

If you got mostly Bs, 
then you are an:

iDEal  
mEntor
You’re a cheerful person, 
the life and soul of the 
group, and a diplomat. You 
consider work an important 
part of your life and, as 
such, your relationships 
with your teammates 
are just as important 
as your professional 
achievements. The best 
way to surround yourself 
with colleagues like this 
is helping them and 
you would undoubtedly 
succeed as a mentor: You 
know how to explain and 
listen to others.

If you got mostly Cs, 
then you are a:

lonE  
Wolf
Your motto is, “I’ll leave you 
alone, you leave me alone,” 
which means mentoring is 
not the ideal path for you. 
At work, you busy yourself 
with your own tasks and 
like to keep to yourself. 
You are not very open 
with your emotions and 
are only willing to show 
initiative if you’re sure it 
will be rewarded. It’s worth 
thinking about the fact that 
sometimes it’s a good idea 
to change your perspective 
and try seeing things from 
another point of view 
– this includes sharing 
experiences, when you can 
both pass on your skills and 
acquire new knowledge.

b. There’s always a way to find a solution. 
I’ll just have to spend more time showing 
her the ropes. ...........................................................

c. I can’t help her. She’ll have to find 
someone else to ask. ..........................................

4 You’ve called a plumber to fix your 
tap. While they’re working, you realize 
that you can do the job better and 
faster. What would you do?

а. Let him finish but leave a negative 
review on their website. ....................................

b. Get involved: show him how to do 
it. Maybe he just didn’t grasp the 
workings of the system right away. ..........

c. Let him continue working no matter 
how badly. I’m not here to mother 
everyone. .....................................................................

5 Your nephew asks for help with his 
physics homework. You have the skills 
to help but how will you go about 
helping him?

а. He’s got a textbook – we’ll read the 
topic at hand, go through it, check 
his knowledge and revise it. ..........................

b. We’ll have a quick look at the theory but 
the key thing is working things out as 
we go, learning from experience. ...............

c. We’ll cram for an hour or two 
if there’s time. ...........................................................

11 You’ve found a way of making your 
work a lot more efficient. Would 
you share your secret with your 
colleagues?

а. I’d wait a while – I need an ace 
up my sleeve. ............................................................

b. I’d share it – we all need to achieve 
good performance ratings. .............................

c. With my colleagues?! More like, 
file a patent! ..............................................................

12 You feel overwhelmed by your 
workload – there simply aren’t enough 
hours in the day. How will you solve 
this problem?

а. I’ll talk to my superiors – they’re 
being unreasonable! ............................................

b. I’ll ask a trainee to help. It’ll help me out 
and be a learning experience for them. 
We’ll work through it all together...............

c. I’ll keep working and just do what I can 
even if I make some mistakes. After all, if 
you let on you’re having problems, they’ll 
cut your bonus. ........................................................

Do You have  
what It Takes to 
Become a Mentor?
Take our test and find out what you need to work 
on in order to successfully help your mentees 
and earn the right to proudly call yourself a 
mentor. Answer the questions as honestly as 
possible, mark your answers and use them to 
calculate your result at the end.

look back through your answers

13 A good education is the cornerstone 
of a successful career. Do you agree?

а. Education is the foundation, but 
real success stems entirely from 
practical experience. ...........................................

b. Yes, it is. You need to keep learning 
and striving to improve your skills 
though. ..........................................................................

c. The old maxim, “Forget everything 
you learned at university” holds 
true, in my opinion................................................

14 Choose one phrase that 
describes an ideal mentor: 

a. They supervise every step their mentee 
takes and will even step in and do their 
work for them if necessary. ............................

b. They have a strategic mindset and think 
how best to initiate their mentee into 
the working process in the most efficient 
and effective manner.  .......................................

c. They don’t get too involved, don’t berate 
you for mistakes and, ideally, hardly pay 
their mentee any attention. ...........................



“ our goal Is to becoMe  
the leadIng engIneerIng  
coMpany In the steel  
Industry In russIa  
and the cIs.”
Konstantin Lagutin
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futurE DESign 
EnginEEring

nLmK Group’s main design institute, Lipetsk Gipromez, has been renamed nLmK 
engineering. The changes are more than just a new name and redesigned logo; they 
go deeper than that. The former Gipromez, one of the largest engineering companies 
in the Russian steel industry, has defined its strategic goal: it wants to lead the pack 
in customer service. WRITTEN BY: ANDREY KAZANTSEV

W hen Gipromez was 
founded in 1960, it only 
worked on designing 
nLmK facilities. now, 
it produces designs 

for other customers from different 
fields– even from the different 
countries. once a “home-grown 
institute,” nLmK is now a world-
renowned engineering company 
with unique skills and vast 
experience in designing industrial 
facilities. Konstantin Lagutin, nLmK 
Group Vice president of Investment 
projects and nLmK engineering 
chairman of the Board, said that 
significant changes in the external 
environment called for expanded 
business development based on a 
new vision and new technologies.

“The upgrades mean there will be 
changes to the institute itself as well 
as the format customer relations 

will take. It is a rebranding process,” 
he explained.

“our goal is to become the leading 
engineering company in the steel 
industry in Russia and the cIs. we 
want to be number one in delivering 
on time, in producing high-quality 
goods, and in offering convenient 
customer interactions. we also 
want to be able to prove it using 
measurable data. There will be a 
large-scale internal overhaul.”

Rebra nding is t he only 
externally visible part of a large-
scale efficiency and development 
improvement program launched at 
Lipetsk Gipromez in may 2015. This 
rebranding was designed to build 
on existing expertise and know-how 
using the most advanced design tools 
and management techniques.

at a strategic meeting in 
December 2016, nLmK engineering 
presented the interim results of 
the program’s implementation and 
reviewed the progress with an eye 
to the main strategic goal. now, the 
nLmK engineering team is working 
hard to carry out 15 development and 
operational improvements projects 
across nine functional areas:

“First of all, we are switching 
design engineering technology,” 
said Valeriy Haybullin, ceo of nLmK 
engineering. “after examining 
engineering best practices, we chose 
the most modern approach – BIm 
(Building Information modeling). 
a 3D model of the facility is made 
using this technology so that we 
can visualize and create design 
documentation. we have been 
implementing this technology in 
our work since 2015. we have also 
successfully tested it in the course 
of the turbogenerator no. 5 project 
and estimate that by the end of 2018, 
90% of all drawings will be produced 
based on 3D-modeling.”

 “our new technology is not 
limited to 3D imaging,” Haybullin 
continued. “BIm is a live digital twin 
that digitally combines diagrams 
and engineering designs as well as 
other essential technical, cost and 
operational performance data. BIm 
also makes interactions between 
the investor, customer, designer, 

builder and operating company more 
efficient during the project lifecycle. 
It simulates the discovery of various 
solutions in advance and helps in 
the selection of optimal solutions 
that can be implemented both at the 
construction stage and in the course 
of further operations and repairs – or 
even at the dismantling stage.

Model for assembly
working with BIm technology has 
certain advantages over old-style 
graphic drawings. The first one 
is visibility. when all parts of the 
project are displayed in a 3D image, 
every mistake (aka collisions) can be 
instantly detected: the model itself 
shows them and they are corrected 
at once. By contrast, in the past on a 
construction site, it could turn into 
a real collision, which requires both 
time and money to deal with. 

secondly, it is a unified infosphere 
for all participants. you are designing 
a facility used to go through the 
following stages: first, industrial 
engineers, then construction 
specialists, followed by electricians, 
and so on. now, all specialists work 
on the project simultaneously, and 
can see what their colleagues are 
engaged in and take part in the 
design process. 

a model is virtually constructed 
from the existing set of 3D elements 
from the database or from those 
provided by suppliers with their 
equipment.



“ IMagIne an exact copy of 
a blast furnace, Where 
by selectIng each of Its 
eleMents you can vIeW 
Its features, servIcIng 
schedule, etc.”
Valeriy Haybullin

All the 
collisions 

are instantly 
visible on 3D 

models

Assembly of 
completed object
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“we introduced a new role: 
BIm coordinator,” Igor Baykov, 
Head of Development  at nLmK 
engineering, told us. “The role 
involves coordinating all work to 
the new standards and detecting 
collisions at the design engineering 
stage. every week the entire project 
team gathers in front of a screen 
together. The BIm coordinator points 
out where a collision has been found 
and the chief project engineer, the 
main technical coordinator, sets out 
the priority action – in other words, 
which specialist has to make changes 
in their area of the project.

“nLmK engineering specialists 
are innovators themselves. nLmK 
engineers made their own in-house 
information modeling technology. 
The main distinctive feature is 
that it integrates all the company’s 
informational systems: sap eRp, a 
project information management 
system, an engineering data control 
system, and a cost-estimate system.

“The latter is nLmK engineering’s 
latest breakthrough. It automatically 
converts data from the 3D model 
into digital information, calculating 
and displaying the volume of 
materials needed and labor costs in 

a construction cost estimate. This 
significantly reduces the amount 
of time spent on generating cost 
estimates, making it possible to 
specify the material needs of the 
project, and of construction and 
installation works, more precisely. 
The customer benefits from cost 
reductions thanks to the decreased 
project implementation timeframe 
and increased accuracy of the 
investment budget estimate.”

“we aim to develop standard 
BIm technology features and tools, 
and adapt them to the conditions of 
industrial engineering,” oleg Kopaev, 
Head of Design system architecture 
at nLmK engineering, explained. 
“converting BIm-model data into cost 
estimates in industrial engineering 
has not been seen in Russia before: 
we are pioneers in this sector.

Our offer  
to the customer
The designs customers ask the 
institute to construct are always 
different, but the requirements are 
usually similar: a quick turnaround, 
clear pricing, and high-quality and 
convenient communication and 
interaction. what’s more, customers 
want prompt and authentic feedback 
on the work flow. nLmK engineering 
can cope with this challenge.

“we have introduced a unique 
cost- and time-management system,” 
says Haybullin. “It is composed of 
two subsystems: regulatory systems 
governing labor input of design 
works, and a project Information 
management system (pIms).”

nLmK’s know-how lies in 
unification and automation. It 
has processed large data sets and 
created its own base of “standard” 
highly detailed designs including 
the necessary measures required 
for creating the engineering project. 
each elemental stage in these 
complex designs has its own labor 
input rate that is used to calculate the 
amount of time a design engineering 
project needs.

The new planning and time 
management technology of our 
designs means the customer 
receives accurate estimates of the 

optimal timeframes and costs of the 
upcoming work. The institute can 
then allocate its main resource – the 
working hours of its design engineers 
– in the most efficient manner.

What’s next?
w hich direct ion is nLmK 
engineering going to take in 2018 
and into the future? at the strategic 
session held in December, the 
institute’s specialists presented a 
range of key objectives.

In particular, new software will 
be implemented to automate and 
integrate the regulatory system 
with pIms. By the end of the year 
these systems will be in operation 
at Ural Research and Development 
establishment, part of the nLmK 
Group (Ural RDIac).

nLmK engineering will continue 
to develop its BIm system thanks 
to modifications to the existing 
software and by connecting new 
software. There is continued work 
to be done on including equipment 
in the e-catalogue, which, by the 
end of 2017, will consist of at least 
92,000 items. 

BIm technologies will be rolled out 
across nLmK Group’s construction 
planning and management processes 
at all enterprises.

Haybullin is paying close attention 
to the creation of “digital twins” of 
both new and existing industrial 
facilities and processing lines. It is 
estimated that nLmK Group’s digital 
development strategy called Industry 
4.0 will see both individual items of 
new machinery and entire plants, or 
even enterprises, get virtual twins.

“Imagine an exact copy of a blast 
furnace, where by selecting each 
of its elements you can view its 
features, servicing schedule, etc.,” 
he said. “each change which takes 
place on the real item is duplicated 
in its digital version. moreover, the 
virtual twin can be used for modeling 
in anticipation of certain impacts.

“Future production processes will 
be built according to digital models, 
allowing us to calculate the efficiency 
of various updates and renovations 
before replacing the equipment, 
‘virtually’ retune equipment, and 
monitor the effect on the process 
itself. Logging each item will make it 

possible to create databases in order 
to conduct predictive maintenance. 
These systems are currently used 
in the nuclear and oil and gas 
industries. we are doing our best 
to familiarize ourselves with these 
practices and look into ways they 
can be implemented at our facilities. 
Time waits for no man. we intend to 
keep up.”
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nLMK 
environmental 
Conference

The nLmK 
environmental 
conference 
was held on 
september 
5 and 6, 2017 
in Brussels and 
La Louviere.

t he conference outlined and 
distributed environmental 
responsibilities and initiatives to 
various nLmK plants.

Discussion points included 
reducing noise pollution in the following 
ways: closing doors, installing sound 
insulation on certain equipment, building 
noise-damping walls or partitions, as 
well as increasing the sound insulation 
in the premises where compressors and 
other equipment are located.

a number of waste-recycling systems 
were presented: reprocessing concrete slag 
for foundation construction, processing 
aerosols, paint, smoke, steam, or using 

heat generated in the production process. 
There were presentations of other energy 
reduction and recovery systems, as well 
as production part cleaning equipment. 
“Golden Rules” were reviewed and 
deemed good practice and  suitable for 
application.

The idea was raised of involving 
all employees in developing training 
exercises on environmental disasters 
and creating a unified signal system 
for all nLmK Group plants. we talked 
about risk assessment and special anti-
contamination kits that can be used to 
instantly clean the body of extremely 
hazardous substances. Local laws and 

acts and their specific points take priority 
over international laws, but certain plants 
sometimes have differing focuses.

This conference was a success thanks 
to the participation of the following nLmK 
plants: La Louviere, clabecq, strasbourg, 
Verona, Dansteel, pennsylvania, Indiana, 
sharon coating and Lipetsk.

This type of event, which unites 
nLmK Group experts working in one 
area (but many different countries), 
is the ideal opportunity to exchange 
skills and experience, and get to 
know your colleagues from other 
countries in order to further strengthen 
international cooperation.
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focuS on 
rEDuction

when your company is one of the five most 
efficient steel companies in the world, you do 
your best to foster growth and avoid decline. 
Indeed, the nLmK environmental department 
is perhaps our only department that can take 
pride in graphs with declining numbers and 
downward trends; that’s what demonstrates 
their success! Galina Khristoforova, nLmK 
Director for the environment, told us how to 
encourage growth in the right direction.

a t the moment there is no 
iron and steel company 
in the world that can 
completely eliminate its 
impact on the environment. 

This is the technical barrier that 
prevents progress, with the main 
obstacle being that sophisticated 
steel production technologies 
which could completely eliminate 
environmental impact have not 
yet been invented.

our main goal is to get up as close 
to this barrier as possible so that 

when scientific and technological 
progress move it out of the way, we 
are right there in support.

over the past 17 years, nLmK 
has spent about $13 billion on 
production development and the 
implementation of best practices; 
a tenth of this has been spent on 
environmental projects.

n LmK is  cont i nuously 
increasing the funds it allocates to 
environmental protection; in 2016, 
the company spent over $ 100 million 
– 12% more than the previous year. 

The aspiration 
system at the Lipetsk 

sintering plant
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Our environmental 
programme
The largest forthcoming investment 
plans are part of our 2017–2021 
environmental programme. They 
focus on ensuring the reliable 
operation of environmental 
protection equipment set to be 
overhauled or repaired soon, 
thanks to the implementation of 
advanced environmental protection 
technologies. nLmK switched to 
a risk-oriented approach when 
formulating the environmental 
programme, which is part of the 
Technical Upgrade programme. 
about $ 50 million will be allocated 
to 16 environmental projects at our 
Russian sites and four projects at our 
international enterprises.

The programme will be revised 
and expanded on an annual basis 
following risk evaluation, which will 
provide us with the opportunity to be 
as proactive as possible.

we feel it is important to reiterate 
that we see development as finding 
the production methods which are the 
most environmentally friendly. our 
ethos is that prevention is better than 
cure: as the Russian proverb goes, 
“It’s cleaner where we didn’t make a 
mess in the first place.” we strive not 
to deal with the consequences; rather, 
we aim to get rid of the problem at 
its source. our proactive approach 
has led us to unprecedented results: 
nLmK’s steel production is on the 
rise, with environmental impact on 
the decline.

1 Less  
dust

In 2014, Roshydromet (the Federal 
service for Hydrometeorology 
and environmental monitoring), 
recorded 44 instances of dust 
concentrations exceeding the 
maximum allowable level. However, 
in 2016 dust levels remained within 
acceptable levels despite the fact 
that steel production had increased 
by 432,000 tons from 2014 to 2016. 
why was that?

Dust emissions into the 
atmosphere were reduced by a 
complex retrofitting programme 
of the major de-dusting systems. 
In practice, this means that 
after de-dusting, air with a dust 
concentration of 5–10 mg/m3 is 
emitted into the atmosphere. Dust 
concentration at some plants before 
retrofitting stood at 150 mg/m3. now 
all the additional dust collected is 
returned to production.

nLmK has more than 400 plants 
that clean exhaust gases and 
collect about 900,000 tons of dust 

annually. we are switching to the 
most advanced equipment: next-
generation filters that work in a 
way similar to standard bagged 
vacuum cleaners. one plant can 
have over 1,000 bags that work one 
after the other: some filter, while 
others shake out and empty the 
collected dust.

2017–2021  
ENVIRONMENTAL 
PROGRAMME  
PERFORMANCE TARGETS
1.  NLMK companies will stop 

releasing industrial waste into 
bodies of water.

2.  NLMK will increase waste 
recycling by 9.5%.

3.  NLMK companies will limit 
emission intensity to 19.4 kg/t 
of steel.
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2 Zero-discharge 
system 

Besides clean air, introducing a 
closed-loop water processing system 
is of great importance. It means that 
water used in production can be 
treated and returned to the process 
cycle. since 2007, nLmK has seen 
more than a fiftyfold reduction in 
its discharge of industrial pollutants 
into bodies of water. 

The biochemical wastewater 
treatment process at the coke and 
byproduct level was launched at 
the Lipetsk site two years ago. This 
procedure previously consisted of 
several stages, but new technology 
has made it possible to complete the 
process in one stage with a capacity 
of 160 m3/h, thereby increasing 
purification quality twentyfold. 

In each case, a team of technical 
specialists considered several ways of 
solving problems and brainstormed 
solutions. For example, soundproof 
screens at nLmK Ural were initially 
planned near the crushing and 
screening plant in Revda, but after 
analyzing possible solutions, the 
Urals specialists discovered that 
an ordinary earth mound could 
offer adequate noise reduction. 
This engineering solution was 
confirmed by a special organization 
and a noise-reducing earth mound 
was built,  saving more than 
$ 150 thousand.

3 Noise  
reductioN

nLmK Group is continuously trying 
to decrease its acoustic impact. The 
experience of the Lipetsk site is also 
a benchmark here. an inventory 
was taken of all noise sources at the 
plant and special soundproof screens 
and dampers were installed. They 
decreased the noise level by 12% in 
the residential area near the plant. 
The results of this large-scale work 
were appraised by an independent 
accredited laboratory, which took 
700 samples on the border of the 
sanitary protective zone and nearby 
residential areas. 

The project was noted as being 
one of the best at the annual 
Development awards. 

The Lipetsk site often serves 
as a pilot site for us: it ’s here 
that we try to implement the 
most compelling and large-scale 
environmental solutions. work 
continues to forge ahead at the 
other sites, too: dust emission and 
noise-reduction programmes have 
been implemented as part of the 
environmental operations at nLmK 
Ural, stoilensky, and nLmK Indiana 
with similar success.

BIoCHeMICAL WASTeWATer TreATMeNT

VAPORIZER: 
WASTEWATER 
IS COOLED

LEVELERS: WASTEWATER IS 
SETTLED, STABILIZED BY CHEMICAL 
COMPOSITION AND TEMPERATURE

RESIN RETAINERS 
COLLECT HEAVY 

OILS AND RESINS

FLOTATORS 
COLLECT LIGHT 
OIL AND RESIN

RESIN 
COLLECTOR

DIRTY  
WATER

PURIFIED WATER IS FED 
TO TECHNOLOGICAL 
DIRTY CYCLE

SHELL AND TUBE 
REFRIGERATORS COOL 

DOWN WATER TO 35-38 °С

SEWAGE REGULATOR: OXYGEN SATURATION AND 
ADDITION OF ORTHOPHOSPHORIC ACID AND 
SODIUM CARBONATE TO FEED MICROORGANISMS

SINGLE-STAGE CLEANING AND 
ADVANCED TREATMENT REACTORS 
CLEAN WATER WITH BACTERIA

BACTERIASILT

BreAKDoWN oF 
WASTeWATer DISPoSAL AT 
NLMK eNTerPrISeS

19%
DRAIN WATER

2%
INDUSTRIAL 
STORMWATER

79%
HOUSEHOLD 
WASTEWATER

NOT WASTE, BUT RAW MATERIAL
By the end of 2022, NLMK 
will ship ferrous additions 
and granulated slag to 
Eurocement from the 
Lipetsk site, chalk and 
clay from Stoilensky, and 
limestone screenings from 
Stagdok. Eurocement Group 
is the leading producer of 
building materials in Russia 
and NLMK’s byproducts 
will be delivered to its 
seven enterprises. This 
way, Stoilensky will fully 
meet the demands of 

Oskolcement in chalk, 
and Stagdok will meet the 
demands of Lipetskcement 
in limestone. They will be 
used as a base raw material 
and additions for cement 
production. A contract has 
been signed until the end of 
2022 which stipulates that 
Eurocement enterprises 
will receive about 5 million 
tonnes of the necessary 
materials from us annually. 
Aside from the economic 
benefits for both sides, the 

contract has environmental 
advantages: the byproducts 
are not stored but recycled. 
Notably, our cooperation 
with building materials 
producers is not only limited 
to buying and selling. Right 
now, technical specialists 
from both companies are 
working on finding uses 
for fine steelmaking slag. 
It may replace limestone 
used for making clinker (an 
intermediary product during 
cement production).

4 Waste  
treatmeNt

a single rule has been introduced 
at all nLmK enterprises: all waste 
that can be reused should be 
either returned to production or 
given to external enterprises for 
processing. currently, only 0.3% 
of waste in Lipetsk is dumped into 
landfills; 3.6% is stored awaiting 

processing and the remaining 96.1% 
is processed annually.

Recycling is one of the most 
important topics in nLmK’s plans for 
the environment. steel production 
already requires the use of a lot of 
natural resources, but if we also fail 
to recycle, process and correctly 
dispose of byproducts, it causes 
further environmental damage.

The biochemical wastewater 
treatment process at coke and 

by-product operations

Slag processing facility 
at the Lipetsk site
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ToP-PreSSUre  
reCoVerING TUrBINe (TPrT)

BLAST 
FURNACE NON-PURIFIED 

BLAST FURNACE GAS

GAS TREATMENT

PURIFIED BLAST 
FURNACE GAS 
WITH A PRESSURE 
OF 1.9 BAR

TOP-PRESSURE 
RECOVERING TURBINE 
WITH A CAPACITY OF 20 МW

GENERATOR

BLAST FURNACE GAS 
WITH PRESSURE OF 
16 BAR GOES INTO 
PLANT NETWORK

ELECTRICAL POWER 
FOR NLMK NEEDS

5 secoNdary  
sources

The nLmK Group is in the process 
of carrying out another important 
environmental measure: collecting 
and recycling scrap iron. The eaF 

plants of the nLmK Long products 
division work with recyclable 
material – scrap collected by nLmK 
Vtorchermet, one of the biggest 
scrap processing companies in 
Russia and the best technically 

equipped network in Russia. Using 
one tonne of scrap saves more than 
one and a half tonnes of iron ore, 
agglomerate and pellets, and about 
100 cubic meters of gas. 

secondary sources are also used 
to produce on-site electrical power 
for the company. The Lipetsk site 
does not use black oil fuel and 
natural gas for energy production. 
3,660 million kw/h are generated 
here using 23,170 million cubic 
meters of blast furnace and coke 
gas, which are no longer emitted into 
the atmosphere. That’s enough  to 
power a city of one million.

6 greeN  
eNergy

Data shows that the production of 
nLmK steel is increasingly effective 
in terms of green energy. electric 
power at nLmK is produced not 
only by burning blast furnace 
gas but also thanks to the excess 
pressure of this technology using 
top-pressure recovering turbines 
(TpRT). The first turbine using 
blast furnace gas from BF-7 was 
launched in 2015. The second one, 
running on gas from BF-6, was 
launched in 2016.

On our  
western sites
Large-scale investments had to be 
made in projects at our western 
sites. at nLmK La Louvière, a 
physical and chemical wastewater 
treatment facility was built at the 
rolling shop, two temporary grease 
sludge storage sites with a total 
area of 450 m² were organized, 
and the cooling equipment in 
the hot and cold rolling shops 
was replaced  at  a  total cost of 
3.1 million euros.

Hard-surface pavement with 
an area of 9500 m² was laid 
under tower cranes at the new 
thick plate warehouse in 2016 at 
nLmK Verona, which was also 
equipped with a storm water drain 
and local wastewater treatment 
facility at a  total project cost of 
1.1 billion euros.

we are trying to spread the 
best practices and technological 
solutions that have already been 
tried at individual enterprises 
throughout the company. For 
example, we invited technical 
specialists from nLmK Kaluga to 
work on the vent hood building 
project at nLmK Indiana. our 
facility in Kaluga is currently 
considered the most modern mini 
mill in Russia with minimal impact 
on the environment. our american 
colleagues praised it highly and 
decided to implement some of 
its technical innovations in their 
plants: for example, the aspiration 
method used in the delivery of bulk 
material to the electric arc and ladle 
furnaces, the way technological 
equipment is synchronized, and the 
water irrigation and slag removal 
technology.

Ecologists always work with 
large amounts of data specifying 
conditions in air, waste, soil, etc. 
700,000 studies were conducted 
in 2016 in our laboratories – 
and external accredited 
laboratories – but only some of 
our company’s enterprises have 
automated systems for processing 
environmental information. We live 
in an era of digital technology, and 
environmental inspection bodies 
are making the switch to electronic 
communication methods to work with 
environmental oversight groups. That 
is why we, together with NLMK IT, are 
planning to develop a strategy for 
more automation in health, safety, 
and environment operations.

Hard-surface concrete at 
the thick plate warehouse 
at NLMK Verona

Scrap is a raw material for 
the NLMK Long Products 

division companies
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NLMK 
Strasbourg
STRASBOURG, FRANCE

Clean water
From 2010 to 2012, nLmK 
strasbourg completed a 
rainwater collection and 
recovery project. It was 
implemented in three stages 
and the total allocated budget 
was 742,000 euros. as a result, 
the rainwater catchment 
networks at the enterprise 
were redirected into two 
stormwater basins.

Energy saving
In 2015 a smart meter 
that cost 35,000 euros was 
installed at the plant. It is 
designed to increase the 
quality of data regarding the 
plant’s consumption. Using 
the data from the meters, 
potential sources of energy 
recuperation inside the plant 
were sought out. The total cost 
of research came to 50,000 
euros. The goal is to supply 
high-pressure hot water to 
the neighboring enterprise 
(located 500 meters away) 
and/or heat the degreasing 
baths on the plant’s premises.
n L m K st r a sb ou r g i s 
investigating the possibility 
of recovering waste heat 
from cooling rollers (in the 
ga lvanizing machiner y). 
Investment into this project 
stands at 20,000 euros.

Clean air
strasbourg produces pre-
painted galvanized steel and 
worked hard on a program 
over five years, from 2010 to 

2015, to find a less harmful 
solvent. The program was 
designed to reduce volatile 
organic compounds (Voc). 
after several rounds of 
research and tests, the 
previous cleaning solvent was 
replaced by a less volatile one 
and the amount of emissions 
decreased significantly.

Pre-painted 
galvanized iron

NLMK  
La Louvière
LA LOUvIèRE, BELGIUM

In 2011, employees of the plant 
underwent energy-saving 
training—continue to make 
efforts in that area to this day. 
In that spirit, a large-scale 
window replacement project 
in the production area and 
administrative complex was 
completed in 2016 and 2017. 
The project cost 46,000 euros, 
although it should pay for itself 
quickly thanks to reduced 
energy consumption.

what’s more, we are finding 
solutions to even greater 
challenges here. It is estimated 
that recycling and converting 
gas and heat from the furnaces 
of the hot-rolling mill will bring 
about significant savings for 
nLmK La Louvière.

NLMK 
Verona
vERONA, ITALY

at nLmK Verona, the soil 
condition is carefully monitored 
to avoid contamination. since 
2011, the company has invested 
in restoring the concrete floors 
and in paving on-site plots. new 
dust-reduction, gas-removal, 
and aspiration facilities have 
been constructed and installed 
at the enterprise to reduce the 
amount of emissions into the 
atmosphere. energy saving 
is also carefully monitored 
at nLmK Verona. To this 
end, a  project involving an 
energy-saving arc steel 
furnace and hot charge 
system in the heat treatment 
shop was in development for 
several years. This work was 
completed in 2016. 

NLMK Clabecq
ITTRE, BELGIUM

This Belgian arm of the NLMK Group 
is constantly working on noise 
reduction. Ongoing research on the 
acoustic environment is conducted 

here. A special model of the plant was developed for this 
purpose with a budget of 27,000 euros. Noise insulation has 
been installed in the production areas (in the compressor 
room, for example). The comfort and well-being of our 
neighbors is very important. Even our engineering processes 
are being renovated – scrap is processed faster at Clabecq 
to reduce noise. Reducing CO2 emissions is also a priority. For 
example, the regenerative thermal oxidizer on the coating 
unit will reduce carbon dioxide emissions at a cost to the 
enterprise of 400,000  euros.



Environment
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NLMK 
DanSteel
FREDERIKSvAERK, DENMARK

nLmK Group’s Danish 
enterprise is located in 
Frederiksvaerk, an hour’s 
drive from copenhagen, 
near its own port. slabs from 
Lipetsk are delivered here 
by sea. It’s no surprise that 
Danish steelworkers pay close 
attention to the cleanliness of 
seawater and avoid polluting 
it with petroleum products. 
This spring, our Danish 
colleagues installed an oil 
trap at the collecting channel 
of the storm sewer. This is the 
second stage of a large-scale 
project that will eliminate 
possible pollution of the port’s 
bodies of water by petroleum 
products. Four oil traps were 
installed in the first stage. 
Dansteel production is located 
in a bay of the Baltic sea, which 

Water
a new cooling tower 
was installed at nLmK 
pennsylvania’s Hot strip mill 
three years ago.  prior to the 
installation, the existing 
cooling tower was only able to 
cool 50% of the approximate 
20,000 gallons per minute 
recirculation water system. 
The new cooling tower is sized 
to cool 20,000 gallons a minute, 
therefore processing 100% of 
the entire water recirculation 
system. The implementation 
of the new cooling tower 
results in better control of the 
temperature of the water that 
is used in the Hot strip mill, 
which has a positive impact on 
roll life and product quality. 
also, the basin of the former 
cooling tower was able to be 
converted to a retention basin 
resulting in increased solids 
settling and removal from the 
recirculation waster system. 
on the environmental side, 
the discharge to the river is 

less thermal and therefore 
has less of an impact on 
the environment.

Recycling
Aerosol cans. Together nLmK 
pennsylvania and sharon 
coating use approximately 
1,000 aerosol cans annually, 
the majority of which are 
aerosol cans of paint used 
for marking slabs and coils. 
Instead of having aerosol cans 
hauled away to the landfill, 
they are recycled onsite by 
an environmental services 
company. aerosol cans are 
first collected in specially 
designated containers that 
are located in high use areas 
throughout the facilities. The 
cans are then transported 
to a building onsite at 
nLmK pennsylvania that is 
designated as a universal 
waste collection center where 
they are punctured in order 
to remove any remaining 
liquid residue from the 

RAINWATER  
FROM ROOFS

oIL TrAP

WATER POLLUTED BY 
PETROLEUM PRODUCTS

REMOVAL OF ACCUMULATED 
WASTE 1-2 TIMES PER QUARTER 

USING VACUUM MACHINERY

CLEAN 
WATER

CLEAN WATER 
DISCHARGED 
INTO THE SEA

RAINFALL  
RUNOFF SYSTEM EQUIPMENT FOR  

SAND RETENTION OIL CATCHER
HIGHWAY

is highly convenient for goods 
delivery – but it means that the 
company is obliged to monitor 
the sea fauna. Installing storm 
runoff cleaning equipment 
meant Dansteel was able 
to both eliminate potential 
environmental risks and 

satisfy the requirements 
of the Danish regulatory 
authorities. one oil trap 
costs 253,000 euros.

as w it h a l l nLmK 
Group’s enterprises, nLmK 
Dansteel also prioritizes 
reducing emissions into the 

atmosphere. By 2018 the gas 
burners will be replaced on 
the air-hardening furnaces 
reducing noх (nitrogen 
oxides) emissions. The project 
will cost 320,000 euros in 
2017  and 1.05 million  euros 
in 2018.

NLMK Indiana
PORTAGE, U.S.

Water
Storm water return pump. In 2016, a pump 
and valving were installed in the North 
Storm Water Pond to allow the storm 
water to be used in the metal cooling 

process.  Storm water had previously 
only been used for dust suppression 
on roads.  
Closed loop cooling systems. Several 
critical systems (blower bearings, X-ray 
cameras, etc.) required high purity water 
for cooling and used city supplied water 
in a single pass system.  These cooling 
processes have been re-engineered 
to use standalone closed loop cooling 
systems.  This change will reduce our 
water use by 150 m3/day.  

Recycling
Scale sludge mixing basins. In 2013, 
two shallow concrete basins were 
constructed to dry and hold iron scale 

sludge from various points in the steel 
cooling process.  The scale sludge is 
hauled to the mixing basin to allow for 
drying.  The scale sludge is then sold 
to other steel making facilities that 
can use this type of material in their 
process.  The material had previously 
been landfilled or sold at lower prices 
due to high moisture content.  
EAF Brick Recycling. Refractory brick from 
the EAF and ladles is now recycled into 
new brick and sand for EAF operations.  
The new process has reduced the cost of 
EAF brick and sand, eliminated the cost 
associated with waste brick disposal 
and has reduced our shipments to the 
landfill.  

NLMK  
Pennsylvania &  
Sharon Coating
FARRELL, U.S.

cans. The waste collected is 
properly managed for offsite 
disposal on an as needed 
basis. The resulting scrap 
cans are sold. This recycling 
effort is not so much about 
increasing revenue but rather 
the positive  environmental 
impact. 
Concrete and brick. In preparing 
the site for the walking 
beam furnace project, the 
concrete foundations from 
structures previously located 
at the site are currently being 
excavated from the ground. 
In addition, two brick and 
concrete buildings are being 

demolished in preparation 
for the project. The resulting 
concrete and brick will be 
crushed onsite by special 
machinery that will be 
brought in the demolition 
contractor. The crushed 
concrete and brick will then 
be reused in the plant as road 
base material and fill. Rebar 
will be separated from the 
concrete and recycled. This 
project offers a significant 
environmental benefit of 
recycling material instead 
of  disposal at an offsite 
landfill.



56 nlmk

Sustainability

social  
responsibility

sharon coating 
wins Food Drive 
competition

t ogether, nLmK Usa employees 
gathered 4,725 pounds of food for 
those in need. all the food was 
delivered to local charities in time 
for Thanksgiving. nLmK Indiana’s 

team took their donations to the portage 
Food Bank. The sharon coating team 
made a delivery to the community Food 
warehouse, and nLmK pennsylvania split 
donations between prince of peace center 
and Joshua’s Haven. 

sharon coating is the winner of the 
first nLmK Usa Food Drive competition 

as the employees gathered a total of 934.8 
pounds which equals 6.4 pounds of food 
per employee. The sharon coating Union 
made a generous food donation out of their 
union welfare fund as well. 

sharon coating will enjoy the 
satisfaction of gloating rights for the entire 
year! The food drive trophy represents our 
business and was made by the maintenance 
team in-house. It will be displayed in paul 
Downey’s office. 

In turn, nLmK Indiana collected a total 
of 1,908 pounds which is 5.4 pounds per 

employee, and nLmK pennsylvania’s 
donations totaled 1,882.6 pounds which 
equals 3.13 pounds per employee.

“I am extremely pleased with the results 
of our first annual Food Drive in the Us. 
social Responsibility continues to be an 
important process for us. It represents one 
of our values in which we believe we should 
give back to the communities in which we 
work and serve,” says Tom Taborek.

The Sharon Coating Team 
Accept the Food Drive Trophy
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