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Abstract

This paper is devoted to global business trends and labor economic changes, particularly considering future jobs
and skills in condition of contemporary global economy demand. The primary research methodology of this paper
is based on conducting the comparative analysis comparative and systematic analyses, causes and consequences
analysis, methods of statistic grouping and expert assessment. The given article is a complex and urgent research
covering 2015-2020-year period. The primary research methodology of this paper is based on conducting the
comparative analysis comparative and systematic analyses, causes and consequences analysis, methods of statistic
grouping and expert assessment. In the research results it is described global business trends from globalization
impact and changes point of view. In particular, special attention is paid to changes in the labor economics field. It
has been conducted the current analysis, as well as forecasting for the 3 nearest years, of jobs and skills needed in
the modern global economic space. The results of the research indicate global business trends in terms of impact
of globalization and modern economic transformations. Particularly, it has been paid attention to labor economic
changes and contemporary employment trends, new emerging roles, changes in ease of recruitment. Based on global
business trends study, it has been analyzed skills required in nowadays global economic space. Moreover, it has been
developed the future workforce strategy with further recommendations suggested for 2018-2020 is proposed.

Key words: globalization, global entrepreneurship, employment trends, skills, workforce, analysis, labor
economics

The new global economy of'the last three decades has transformed the economic, social, educational,
and political landscape in human manner. In the past has the pace of structural change been more
spreadable, rapid, and global in its context. The new economy is composed of a trilogy of interactive
forces that include globalization, trade liberalization, internalization, information and communication
technologies, electronic commerce development, global entrepreneurship, and proper contemporary
job and skills preferences. Globalization entered to be a part of all countries and also, globalization can
convince all countries more reachable. Once free trade has enhanced economic integration, and the
information and communications revolution has made geography and time irrelevant. Furthermore,
the new economy is built on a culture of innovation. The signature mark of the new global economy
is new ideas, new technologies, and new initiatives.

Economic growth and development in the new global economy has been preceded by a complex
structural realignment of investment streams, the clustering of business enterprises, the transformation
of the production process and the adoption of a niche marketing approach [1]. Furthermore, it has
necessitated the effective integration of state-of-the-art technologies in the domain of information
and communications to enhance competitive advantage in the forum of international trade. The role
of innovation as a catalyst that drives the engine of economic growth needs to be acknowledged as a
fundamental postulate of the new global economy. Lifelong learning and the continuous upgrading of
skills as well as the structural reorganization of the work place have become essential parameters of a
country’s contemporary economic profile.

The knowledge based economy is fueled by technology, human capital, and research and
development which contribute to accelerating levels of productivity and economic performance. In
short, the fuel of the new economy is technology and its currency is human capital. The product
of the new economy is knowledge and its market is the virtual marketplace of the internet. Global
opportunities require competitive tax levels, investment in research and development, an emphasis
on education and training, and industrial clusters of excellence all geared towards worldwide niche
markets of the new global economy.

Thus, the key research findings of the research are presented below.
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Globalization and Global Business Trends. Globalization is not a new concept. A working
definition of economic globalization is the global integration of economies through trade and
investment flows, as well as the production of goods and services in order to enhance international
competitiveness. More specifically, the economic profile of globalization includes the development of
global corporations and global networks; the widespread internationalization of all forms of economic
activity in production, marketing, consumption, capital, standards and tastes; a rapid growth in intra-
firm and intra-network trade of components and sub-assemblies and finished products leading to a
much higher level of specialization; the development and wide diffusion of lean production methods
and a much greater disaggregation of production; the migration of labor-intensive, standard-technology
production (including components, sub-assemblies and finished products) to low wage economies [1].
It is also characterized by ‘brain drain’ or migration of highly educated and skilled labor to countries
of advanced information technology; the successful integration of a multinational and multicultural
workforce in order to strategically deploy the economic and social benefits of diversity; the re-
orientation of large-scale production in high wage economies from economies of scale to economies
of scope; the shortening of product cycles (placing a high premium on innovation, product quality
and niche marketing); the integration of outside financial and other services into the production cycle;
and the rapid growth and diffusion of service and knowledge-intensive activities (both products and
processes) particularly in advanced industrial economies [2].

Globalization has been driven by technological change and financial liberalization, and sustained
by an appreciation among policy makers that an open, liberal, and rules-based international trading
and financial system is essential to global economic progress. The new economy has become truly
global in scope and substance and dictated new global business trends.

The role and functions of business in the nowadays global economy have taken on added
significance and face compounded challenges. Today we live in a challenging environment of
rapidly changing economic events, where the private sector has become the most important engine of
economic growth, and the public sector has shrunk in importance and influence. In this context, the
entrepreneur has a primary role to play in promoting national well-being through the enterprise of the
private sector. Entrepreneurs are defining new rules of engagement on the economic landscape as they
come to grips with contemporary challenges and new opportunities [3]. New ideas, new directions,
and new initiatives are the signature mark of this time. In this new environment, entrepreneurs need to
articulate a pragmatic vision, exercise effective leadership, and develop a competent business strategy.
They should have personal qualities to integrate the interactive ingredients of the new economy,
globalization, trade liberalization, and the information technology and communications revolution,
in order to enhance their competitive advantage. Their business strategy should embrace flexibility, a
quick response time and a proactive approach to economic opportunities.

The pervasive economic integration that has taken place in the new global economy has compounded
the interdependence of nations, and enhanced the linkages of production and marketing. At the very
heart of this transformation is the birth of the global entrepreneur. In other words, the ability to adopt
a global mindset in the exercise of entrepreneurial initiatives. Indeed, in addition to a new global
vision, new competencies and new skills are necessary tools for the modern entrepreneur [4]. Among
those new skills are the ability to cope with the tidal wave of frequent and repeated change, more
cost-effective production methods, improving the quality of products, having a faster response time
to changing market conditions, selling at lower prices, and being more aggressively competitive. In
order to strategize globally, the contemporary entrepreneur must extend his/her mindset to incorporate
multidimensional relationships and complex social, cultural, economic and political realities.

One of the most important business requirements is the ability to have a global perspective.
Globalization has for all practical purposes melted national borders and made geographical location
irrelevant. Entrepreneurs with a global vision have the advantage of reaching out to embrace economic
opportunities world-wide.

Second, the new global entrepreneur must have the ability to meet the challenges and take
advantage of the opportunities associated with human diversity. This requires the adoption of a
progressive multicultural approach in terms of one’s workforce as well as one’s product clients [5].
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The contemporary entrepreneur must develop a knowledge and appreciation of the cultural, social,
and economic differences that influence how people perceive and interact in their environment and its
relationship to community development.

The third trend of successful entrepreneurship in the global economy depends on pushing the
frontiers of innovation in a persistent and deliberate manner. Integrating innovation has become a
constant objective for economic efficiency and the development of a successful business strategy [6].
This idea is firstly described by Schumpeter. According to him, innovation is what determines the
value of entrepreneurship to economic society. Schumpeter embraced the principle that innovation
precipitates a change in production function, and the entrepreneur is the catalyst that brings it about.
In this context, entrepreneurship takes on added significance as the engine of growth and a contributor
to the wealth of nations.

In this global environment, corporations will require the skills to communicate with diverse
groups of people. To do so effectively requires multilingual training and high levels of cross cultural
awareness and sensitivity. Besides the positive effects of good communication skills among colleagues
and with clients, effective communication is of particular importance to geographically dispersed and
culturally diverse organizations. Sensitive communications build trust and send a common message
that helps build a strong corporate culture and shared value systems.

Thus, a modern entrepreneur must include an element of creativity in the organizational design
as well as reflect a functional global perspective. The organizational structure must be characterized
by flexibility and multidimensionality in order to operate effectively in a diverse global environment.
Nowadays international business offers more opportunity today than ever before. However, enhanced
opportunities also imply compounded challenges that are accompanied by increased complexity,
uncertainty, and risk. Indeed, being global is more than simply geography. It means integrating and
leveraging the tools for the successful implementation of a global vision. It also means being adept
at understanding and utilizing the forces, ideologies and value systems that which shape the way
nations and cultures interact, and the way social, political and economic policy impacts every aspect
of how modern corporations and organizations operate across the globe. It requires a holistic approach
towards harnessing the synergy from economic, human and social capital on an international playing
field.

Contemporary Employment Trends. Disruptive changes to business models will have a
profound impact on the employment landscape over the coming years. Many of the major drivers of
transformation currently affecting global industries are expected to have a significant impact on jobs,
ranging from significant job creation to job displacement, and from heightened labor productivity to
widening skills gaps [5, p. 29]. In many industries and countries, the most in-demand occupations or
specialties did not exist 10 or even five years ago, and the pace of change is set to accelerate. By one
popular estimate, 65% of children entering primary school today will ultimately end up working in
completely new job types that don’t yet exist. In such a rapidly evolving employment landscape, the
ability to anticipate and prepare for future skills requirements, job content and the aggregate eftfect on
employment is increasingly critical for businesses, governments and individuals in order to fully seize
the opportunities presented by these trends — and to mitigate undesirable outcomes.

Nowadays we are at the beginning of a Fourth Industrial Revolution. Developments in previously
disjointed fields such as artificial intelligence and machine learning, robotics, nanotechnology, 3D
printing and genetics and biotechnology are all building on and amplifying one another. Smart systems
as homes, factories, farms, grids or entire cities — will help tackle problems ranging from supply
chain management to climate change. Concurrent to this technological revolution are a set of broader
socioeconomic, geopolitical and demographic developments, with nearly equivalent impact to the
technological factors. It also has been found that on average respondents expect that the impact for
nearly all drivers will occur within the next 5 years, highlighting the urgency for adaptive action today.
In Table 1 (p. 55) it is presented summary of industries and business models trends affected within
timeframe.
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Table 1 — Industries and business models trends affected within timeframe

2000-2015 2015-2017 2018-2020
*Rising geopolitical volatility *New energy supplies and * Advanced robotics and
*Mobile internet and cloud technology | technologies autonomous transport
* Advances in computing power and *The Internet of Things * Artificial intelligence and
Big Data * Advanced manufacturing and | machine learning
*Crowdsourcing, the sharing economy | 3D printing * Advanced materials,
and peer-to-peer platforms *Longevity and ageing biotechnology and genomics
*Rise of the middle class in emerging | societies
markets *New consumer concerns
*Young demographics in emerging about ethical and privacy
markets issues
*Rapid urbanization *Women'’s rising aspirations
*Changing work environments and and economic power
flexible working arrangements
*Climate change, natural resource
constraints and the transition to a
greener economy
Note — Source: Compiled on the base of [4-6].

The global workforce is expected to experience significant churn between job families and
functions. Across the countries covered by the research, current trends could lead to a net employment
impact of more than 5,1 million jobs lost to disruptive labour market changes till 2020, with a total loss
of 7,1 million jobs — two thirds of which are concentrated in routine white collar office functions, such
as Office and Administrative roles — and a total gain of 2 million jobs, in Computer and Mathematical
and Architecture and Engineering related fields [4, p. 92]. Manufacturing and Production roles are
also expected to see a further bottoming out but are also anticipated to have relatively good potential
for upskilling, redeployment and productivity enhancement through technology rather than pure
substitution.

This research also explicitly asked respondents about new and emerging job categories and
functions that they expect to become critically important to their industry by the year 2020. Two job
types stand out due to the frequency and consistency with which they were mentioned across practically
all industries and geographies. The first are data analysts, which companies expect will help them
make sense and derive insights from the torrent of data generated by technological disruptions. The
second are specialized sales representatives, as practically every industry will need to become skilled
in commercializing and explaining their offerings to business or government clients and consumers,
either due to the innovative technical nature of the products themselves or due to new client targets
with which the company is not yet familiar, or both. A particular need is also seen in industries as
varied as Energy and Media, Entertainment and Information for a new type of senior manager who
will successfully steer companies through the upcoming change and disruption.

Given the overall disruption industries are experiencing, it is not surprising that, with current
trends, competition for talent in in-demand job families such as Computer and Mathematical and
Architecture and Engineering and other strategic and specialist roles will be fierce, and finding efficient
ways of securing a solid talent pipeline a priority for virtually every industry. Most of these roles
across industries, countries and job families are already perceived as hard to recruit for currently and —
with few exceptions — the situation is expected to worsen significantly over the 2015-2020 period.

Skills and Skills Stability. In this new environment, business model change often translates to skill
set disruption almost simultaneously and with only a minimal time lag. Our respondents report that
a tangible impact of many of these disruptions on the adequacy of employees’ existing skill sets can
already be felt in a wide range of jobs and industries today.

Given the rapid pace of change, business model disruptions are resulting in a near-simultaneous
impact on skill sets for both current and emerging jobs across industries. If skills demand is evolving
rapidly at an aggregate industry level, the degree of changing skills requirements within individual
job families and occupations is even more pronounced. Even jobs that will shrink in number are
simultaneously undergoing change in the skill sets required to do them. In Table 2 below, it is
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represented skills stability, industries overall. Across nearly all industries, the impact of technological
and other changes is shortening the shelf-life of employees’ existing skill sets.

Table 2 — Skills stability, 2018-2020, industries overall

Industry Group Unstable Stable
1. Industries Overall 35% 65%
2. Media, Entertainment and Information 27% 73%
3. Consumer 30% 71%
4. Healthcare 29% 71%
5. Energy 30% 70%
6. Professional Services 33% 67%
7. Information and Communication Technology 35% 65%
8. Mobility 39% 61%
9. Basic and Infrastructure 42% 58%
10. Financial Services & Investors 43% 57%
Note — Source: Compiled on the base of [4-6].

For example, technological disruptions such as robotics and machine learning — rather than
completely replacing existing occupations and job categories — are likely to substitute specific tasks
previously carried out as part of these jobs, freeing workers up to focus on new tasks and leading to
rapidly changing core skill sets in these occupations. Even those jobs that are less directly affected by
technological change and have a largely stable employment outlook — say, marketing or supply chain
professionals targeting a new demographic in an emerging market — may require very different skill
sets just a few years from now as the ecosystems within which they operate change.

On average, by 2020, more than a third of the desired core skill sets of most occupations will be
comprised of skills that are not yet considered crucial to the job today, according to our respondents.
Overall, social skills — such as persuasion, emotional intelligence and teaching others — will be in
higher demand across industries than narrow technical skills, such as programming or equipment
operation and control. In essence, technical skills will need to be supplemented with strong social and
collaboration skills.

Several industries may find themselves in a scenario of positive employment demand for hard-
to-recruit specialist occupations with simultaneous skills instability across many existing roles. For
example, the Mobility industries expect employment growth accompanied by a situation where
nearly 40% of the skills required by key jobs in the industry are not yet part of the core skill set of
these functions today. At the same time, workers in lower skilled roles, particularly in the Office and
Administrative and Manufacturing and Production job families, may find themselves caught up in a
vicious cycle where low skills stability means they could face redundancy without significant re- and
upskilling even while disruptive change may erode employers’ incentives and the business case for
investing in such reskilling.

Thus, analyzing current situation, the main competitive working skills are complex problem
solving, coordinating with others, people management, critical thinking, negotiation, quality control,
service orientation, judgment and decision making, active listening, creativity.

As research shows, for the future perspective it must be paid attention to emotional intelligence
and cognitive flexibility as well. Taking into consideration these studied skills and abilities it is possible
to build the future workforce strategy with further recommendations.

Future Workforce Strategy. The impact of technological, demographic and socio-economic
disruptions on business models will be felt in transformations to the employment landscape and
skills requirements, resulting in substantial challenges for recruiting, training and managing talent.
Not anticipating and addressing such issues in a timely manner over the coming years may come at
an enormous economic and social cost for businesses, individuals and economies and societies as a
whole.
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According to the research findings, business leaders are aware of these looming challenges but
have been slow to act decisively. Just over two thirds of our respondents believe that future workforce
planning and change management features as a reasonably high or very high priority on the agenda of
their company’s or organization’s senior leadership.

However, many of the respondents are also acutely aware of the limitations to their current
planning for disruptive change and its implications for the talent landscape.

Currently, only 53% of CHROs surveyed are reasonably or highly confident regarding the adequacy
of their organization’s future workforce strategy to prepare for these shifts. The main perceived barriers
to a more decisive approach include a lack of understanding of the disruptive changes ahead, resource
constraints and short-term profitability pressures and lack of alignment between workforce strategies
and firms’ innovation strategies [6]. In Figure 1 it is summarized the future workforce strategies in
context of industries reflecting share of respondents pursuing strategy.

Hire more short-term worker: mmmmm 11%
Target minorities talent M 12%
Collaborate, other companies in industry I 2%
Collaborate, other companies acros: I 14%%
Other apprenticeships  II——— 227
Attract foreign talent I 2201
Target female talent IE————— 257
Collaboration, education institutions I 05%%
Support mobility and job rotation I 3005
Investin reskilling eurrent employee: I 63%

0% 10% 20% 30% 40% 30% 60% T0%

Figure 1 — Future workforce strategies, industries overall
Note — Compiled on the base of WEF Reports data [6].

Across all industries, about two thirds of the respondents’ report intentions to invest in the
reskilling of current employees as part of their change management and future workforce planning
efforts, making it by far the highest-ranked such strategy overall. However, companies that report both
that they are confident in the adequacy of their workforce strategy and that these issues are perceived
as a priority by their top management are nearly 50% more likely to plan to invest in reskilling than
companies who do not. This group of companies is also more than twice as likely to be targeting
female talent and minority talent and over 50% more likely to be supporting employees’ mobility and
job rotation within the firm. They are significantly less likely to plan to hire more short-term workers
or to use expatriate talent.

Recommendations. Recent discussions about the global business trends and employment impact
of disruptive change have often been polarized between those who foresee limitless opportunities in
newly emerging job categories and prospects that improve workers’ productivity and liberate them
from routine work, and those that foresee massive labor substitution and displacement of jobs. Both
are possible. It is our actions today that will determine whether we head towards massive displacement
of workers or the emergence of new opportunities.

During previous industrial revolutions, it often took decades to build the training systems and
labor market institutions needed to develop major new skill sets on a large scale. Given the upcoming
pace and scale of disruption brought about by the Fourth Industrial Revolution, however, this is simply
not being an option. Without targeted action today to manage the near-term transition and build a
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workforce with futureproof skills, governments will have to cope with ever-growing unemployment
and inequality, and businesses with a shrinking consumer base.

Moreover, these efforts are necessary not just to mitigate the risks of the profound shifts underway
but also to capitalize on the opportunities presented by the Fourth Industrial Revolution. The talent to
manage, shape and lead the changes underway will be in short supply unless we take action today to
develop it. For a talent revolution to take place, governments and businesses will need to profoundly
change their approach to education, skills and employment, and their approach to working with each
other.

Businesses will need to put talent development and future workforce strategy front and center to
their growth. Firms can no longer be passive consumers of ready-made human capital. They require a
new mindset to meet their talent needs and to optimize social outcomes.

Governments will need to re-consider fundamentally the education models of today. As the
issue becomes more urgent, governments will need to show bolder leadership in putting through the
curricula and labor market regulation changes that are already decades overdue in some economies.
While it is clear from our data that momentous change is underway across the board, these forecasts
vary in nature in different industries and regions. Efforts aimed at closing skills gaps will increasingly
need to be grounded in a solid understanding of a country’s or industry’s skills base today and of
changing future skills requirements due to disruptive change.

For example, efforts to place unemployed youth in apprenticeships in certain job categories
through targeted skills training may be self-defeating if skills requirements in that job category are
likely to be drastically different in just a few years’ time. Indeed, in some cases such efforts may be
more successful if they base their models on future expectations. It is therefore critical that broader and
longer term changes to basic and lifelong education systems are complemented with specific, urgent
and focused reskilling efforts in each industry. This entails several major changes in how business
views and manages talent, both immediately and in the longer term. In particular, according to the
current findings, there are four areas with short term implications and three that are critical for long
term resilience.

The immediate focus should be put on the followings.

1. Reinventing the HR Function: As business leaders begin to consider proactive adaptation
to the new talent landscape, they need to manage skills disruption as an urgent concern. What this
requires is an HR function that is rapidly becoming more strategic and has a seat at the table — one that
employs new kinds of analytical tools to spot talent trends and skills gaps, and provides insights that
can help organizations align their business, innovation and talent management strategies to maximize
available opportunities to capitalize on transformational trends.

2. Making Use of Data Analytics: Businesses and governments will need to build a new approach
to workforce planning and talent management, where better forecasting data and planning metrics
will need to be central. To support such efforts, it needs to conduct in-depth analysis on industries,
countries, occupations and skills for future perspectives.

3. Talent diversity — no more excuses: As study after study demonstrates the business benefits of
workforce diversity and companies expect finding talent for many key specialist roles to become much
more difficult by 2020, it is time for a fundamental change in how talent diversity issues perceived and
well-known barriers tackled. In this area, too, technology and data analytics may become a useful tool
for advancing workforce parity, whether by facilitating objective assessment, identifying unconscious
biases in job ads and recruitment processes or even by using wearable technologies to understand
workplace behaviors and encourage systemic change.

4. Leveraging flexible working arrangements and online talent platforms: As physical and
organizational boundaries are becoming increasingly blurred, organizations are going to have to
become significantly more agile in the way they think about managing people’s work and about the
workforce as a whole. Businesses will increasingly connect and collaborate remotely with freelancers
and independent professionals through digital talent platforms. Modern forms of association such as
digital freelancers’ unions and updated labor market regulations will increasingly begin to emerge to
complement these new organizational models.
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5. Reconsidering education systems: Most existing education systems at all levels provide high
training and continue a number of the twentieth century practices with lack of training of independent
and self-education that are hindering progress on today’s talent and labor market issues. Two such
legacy issues burdening formal education systems worldwide are the dichotomy between Humanities
and Sciences and applied and pure training, on the one hand, and the prestige premium attached to
tertiary-certified forms of education — rather than the actual content of learning — on the other hand.
Businesses should work closely with governments, education providers and others to imagine what a
true 2 Ist century curriculum might look like.

6. Incentivizing lifelong learning: The dwindling future population share of today’s youth cohort
in many ageing economies implies that simply reforming current education systems to better equip
today’s students to meet future skills requirements — as worthwhile and daunting as that task is — is
not going to be enough to remain competitive. Ageing countries won’t just need lifelong learning,
they will need wholesale reskilling of existing workforces throughout their lifecycle. Governments
and businesses have many opportunities to collaborate more to ensure that individuals have the time,
motivation and means to seek retraining opportunities.

7. Cross-industry and public-private collaboration: Given the complexity of the change
management needed, businesses will need to realize that collaboration on talent issues, rather than
competition, is no longer a nice-to-have but rather a necessary strategy. Multi-sector partnerships
and collaboration, when they leverage the expertise of each partner in a complementary manner, are
indispensable components of implementing scalable solutions to jobs and skills challenges. There
is thus a need for bolder leadership and strategic action within companies and within and across
industries, including partnerships with public institutions and the education sector. These efforts will
need to be complemented by policy reform on the part of governments.

The economic profile of the new global economy has been driven by technology, fueled by
innovation and entrepreneurial initiative, and is based on new ideas, new perspectives and new
business strategies. It has opened the door to new investment opportunities and acted as a catalyst
for employment creation. At the same time the new economy has altered the economic landscape and
realigned the linkages between different sectors of the economy. In short, technological innovation
and entrepreneurial initiative is alive and well in the contemporary global economy.

To conclude, the given research aims to bring specificity to the upcoming disruptions to the
employment and skills landscape in industries and regions, and to stimulate deeper thinking and
targeted action from business and governments to manage this change. The 2020 focus was chosen so
as to be far enough into the future for many of today’s expected trends and disruptions to have begun
taking hold, yet close enough to consider adaptive action today, rather than merely speculate on future
risks and opportunities. The analysis presented in the paper can serve a further platform for labour
economic researches and form the basis of dialogue with industry leaders to address industry-specific
talent challenges on regional, national and international levels.
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Anjarna

Maxaua xxahaHIbIK OM3HEC-TPEHATEPTe )KOHE CHOCK SKOHOMHUKACBIHIAFBI ©3TepicTepre, aTan alTKaHaa, Ka3ipri
3aMaHFbl JkahaHJIBIK SKOHOMUKAHBIH CYPaHBICH! KaFAalbIHAa OONaIIaK KocinTep MEH JaFAbUIaphIH 3epTTEyTe ap-
HaJlFaH. 3epTTey 9J[iCHaMAachl CaJbICTHIPMAIIBI, CATIBICTHIPMAIbI-KYHEIK Tajiay, CTATUCTHKAJIBIK TOITACTHIPY HKOHE
capantamaiblK Oaranay oJIiCTEpiH KOJJIaHyFa jKoHe celer-caiiapiblK OailaHbicTap/ibl aHBIKTayFa HeTi3/elreH.
Maxamna 2015 xpupman 2020 sxpUiFa JEHIHTT Ke3CHAI KAMTUTBIH KEIICHII, ©3¢KTi 3epTTeymi KapacThipanbl. OcChl
MakajaJaa YCHIHBUIFAH 3epTTEYMiH HETi3rl 9MiCHAMACHl CABICTBIPMAIBI Tal[ay, CalbICTBIPMAbI-)KYHETIK Taljaay,
cebenTepi MEH caimapiapblH Taiay, CTATHCTUKAIBIK TONTACTHIPY JKOHE capanTaMallblK Oaranay omicTepiH Kyp-
Ti3yre HETi3AENTeH. 3epTTey HOTIKenepinae ahaHmaHy MEH e3repiCTepAiH ocepi TYprBIChIHAH kKahaHABIK Om3-
Hec ypuicTtepi cumartajiajabl. Atan ailTkaHaa, eHOeK SKOHOMMKACHI CallaChlHJAFbl ©3repicTepre epekiie Haszap
aylapblIaJibl. AFBIMJAFbl Tajaay, COHIal-aK auJarbl YII JKbUIJa Ka3ipri »ahaHablK SKOHOMUKAIIBIK KEHICTIKKe Ka-
JKETTI KYMBIC OPBIHIAPBI MCH JIaFIbLIapFa 0OJDKaM JKaCabIHIBL. 3epTTEY HOTIDKENEepi kahaHmaHy MeH Ka3ipri 9Ko-
HOMUKAJBIK ©3TePICTepAiH ocepl TYPFBICBIHAH jKahaHABIK OW3HEC YpHiCTepiH Kepceremi. ATam aWTKaHma, eHOCK
SKOHOMHKACHIH/IAFBI ©3TepicTepre jKOHE )KYMBICTICH KaMTy CallaChIHAAFBI Ka3ipri 3aMaHFBl YpAicTepre, jkaHa Taiaa
Gonral KocinTepre, Kalaay MpoIeypachkiHIaFbl e3repicTepre Ha3ap ayaapeuiabl. busHecTiH sxahaHIBIK ypaicTepin
3epTTEy HEri3iHae Ka3ipri 3aMaHfbl :kahaHIbIK SKOHOMHKAJIBIK KCHICTIKTE KaXKETTI Jarapuiap TangaHasl. COHbBIMEH
karap, 2018-2020 >ok. apHaIFaH O/1aH apFbl YCHIHBIMIAPHIH YChIHYBIMEH OoJIalak KaJpJiblK CTPaTerus 93ipIaeH .

Tipek ce3nep: sxahanaany, XanbIKapaiblK OM3HEC, )KYMBICIICH KAMTY YPAiCTepi, Tarabuiap, )KYMBIC KYIIIi, Taj/ay,
eHOEK DKOHOMHUKACHI.

AHHOTAIUA

Crarbs IOCBSIICHA TIO0ATBHBIM OU3HEC-TPEHIAM U U3MCHEHUSIM B SKOHOMUKE TPY/Ia, B YACTHOCTH, H3YUCHUIO
npodeccuil ¥ HaBBIKOB OYIYNIETO0 B YCIOBHSAX CIPOCA COBPEMEHHOW IIOOAbHOW YKOHOMHUKA. METOMONOTHS HC-
CJIe/IOBaHMsI OCHOBaHA HA MPUMEHEHHU CPABHUTEIBHOTO, CPABHUTEIBHO-CUCTEMHOIO aHAJK3a, METOJIOB CTATUCTHU-
YEeCKOW TPYIIUPOBKH U AKCIICPTHOW OLIEHKH U BBISBICHHS IPUYNHHO-CIICICTBEHHBIX CBsi3el. CTaThs MpeICTaBisieT
co00¥ KOMIUIEKCHOE, aKTyallbHOE HCCIeoBaHme, oxBareiBatomiee mepron ¢ 2015 mo 2020 rr. OcHOBHAsT METO0IO-
TSI KCCIICIOBAHMS, IPESCTABICHHAS B TAHHOM CTaThe, OCHOBAHA Ha MTPOBEACHUH CPABHUTEIBHOIO aHAJIN3a, CPABHHU-
TEJIBHO-CUCTEMHOTO aHaJIk3a, aHaIu3a MPUYUH U CJICACTBUHN, METOIOB CTATUCTHUCCKON TPYIITUPOBKH U SKCIICPTHOMN
OIICHKU. B pe3ynbrarax WCCieIOBaHMS OMKUCHIBAIOTCS TCHACHIINHU INIOOAILHOTO OM3HECA C TOYKU 3PCHUS BIUSHHUS
mio0anu3anuy U u3MeHeHuid. B 4acTHOCTH, 0c000¢ BHUMAHHUE YACISIETCS U3MEHEHHSIM B cepe IKOHOMUKU TPY-
Ja. BpUT MpOBEIeH TEKYIMH aHAJN3, a TAKKE MPOTHO3 pab0YMX MECT U HABBIKOB, HEOOXOIMMBIX B COBPEMEHHOM
100aTIbHOM YKOHOMHYECKOM MPOCTPAHCTBE, Ha OiKaliiie TpH roja. Pe3ysbTarhl HCCIEI0BaHus yKa3bIBAIOT HA
TCHACHIIUU FJ'IO6aJ'IBHOFO 6I/I3Heca C TOYKH 3peHI/I$[ BIIUAHUS rno6an1/13au1/11/1 nu COBpeMCHHBIX SKOHOMHUYCCKUX npeo6-
pa3oBanuii. B yacTHOCTH, OBLIO y/IEJICHO BHUMAHUE H3MEHCHUSIM B SKOHOMHUKE TPY/la U COBPEMEHHBIM TCHICHIIUSM
B chepe 3aHATOCTH, HOBBIM MOSIBILTIOIIAMCS MPOodecCusiM, M3MCHEHUSM B TIporieAype HaiiMa. Ha ocHOBe mccienosa-
HUSI TNI00ANTBHBIX TEHCHIHI Ou3Heca ObUIM MMPOAHAIU3UPOBAHBI HABBIKK, HEOOXOAUMBIE B COBPEMEHHOM [100aTb-
HOM 5KOHOMHYECKOM TpocTpaHcTBe. Kpome Toro, Obi1a pa3paboTana OyayIias KapoBasi CTpaTerys ¢ MPe/I0KEH -
eM JanpHermmx pekomenaanuii va 2018-2020 rr.

KiroueBbie cnoBa: TioOanu3anus, MEKIYHAPOIHBIH OW3HEC, TPEHbI 3aHSATOCTH, HABBIKH, pabodas cuia,
aHaIn3, 5JKOHOMHKA TPY/Ia.
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