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Subject. The new management paradigm arising from changes in the external and internal
environment requires a change in the priority of elements that ensures the successful functioning
of an economic entity, maintaining its competitiveness, and preserving the consumer segments of
the produced goods and services. The priority of human resources means the need for a timely
introduction of the evolutionary and revolutionary processes related to the labour force supply and
demand, as its capacity reserve tends to decrease.

Objectives. The purpose of the article is to provide an insight into the development of scientific
thought, firstly, by regarding the evolution of traditional trends that characterise the modern labour
market. Second, we described the emerging trends in the supply and demand of the labour force and
the corresponding transformation of human resource management in organisations.
Methodology. To achieve our objectives, we used general and empirical research methods. Analysis
and synthesis were applied to obtain new knowledge on the topic. We used analysis to identify the
components of the progress of scientific thought from the signal indicating the emergence of a trend
to the identification of its drivers and challenges. Through analysis, we also identified the features
of supply and demand of the labour force in the modern labour market, which is characterised by
staff diversity. Statistical analysis revealed the current patterns of the changes in the Russian labour
market, indicating the emergence of new trends. Synthesis made it possible to gain a single
comprehensive view of the current cascade of trends and possible shifts in the behaviour of younger
and older workers in the labour market.

Results. The article presents the structured provisions that substantiate the impact of the cascade of
trends on the development of the labour market and changes in the supply and demand for the labour
force of younger and older workers. The outlined idea promotes the scientists’ conclusions about the
existence of trend cascades. Managing these cascades in the labour market makes it possible to apply
the conclusions of trendwatching to influence the emerging signals indicating the strengthening of a
new trend that is undesirable for human resource policy.

Conclusions. Significant shifts in the age structure of the population are changing the ageing
megatrend, that has become global, as well as its impact on the labour market. The analysis methods
used in the article, first of all, supported the researchers’ opinion that “success” as the goal of the
new management paradigm can be achieved based on a knowledge of the trends that determine the
vector of employer’s activities in order to keep up, succeed, and retain their positions several steps
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ahead of the competitors. Second, they allowed us to identify the mechanism of the emergence,
development, and extinction of trends in the labour market and the formation of trend cascades.
Third, they supported the theory of drivers that can change the substance and stability of the trend
and, therefore, provide opportunities to manage it. Fourth, they allowed us to substantiate the
changes in labour demand, which is characterised by a rapid and frequent change in the requirements
for a worker to fill modern positions requiring new knowledge, practical and cognitive skills, and
behavioural patterns. Fifth, they allowed us to demonstrate a priority shift towards new forms of
dependent labour to match the new values and attitudes of employment applicants and employed
personnel. Sixth, they allowed us to substantiate the potential of the segment of older workers in
influencing the trend of ageism and the formation of ecosystem and occupational health policies
in organisations. Seventh, they can be used to prevent in advance the disruption of the natural
personnel rotation of different age generations in the labour market and the transfer of professional
experience from the older generation of workers in the internal competitive environment.
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Introduction

The increasing intensity of competition
and the associated uncertainty in the labour
market triggered the use of elements of the
scientific concepts that migrate from one area
to another in personnel management. One of
them was the term “trend”. First it appeared
in mathematical and statistical analysis, and
then in economic research. Later, trend, as a
course of development or change drawn in the
form of a curve, became popular in marketing,
the beauty industry, modelling, and other
businesses where there was a need to outline
the prospect. The need to find approaches to
balancing the supply and demand of labour
force also predetermined the importance of
knowing the behavioural patterns of workers
and their changing consumer expectations.
Therefore, the relevance of identifying trends
in the labour market became obvious. The
formula of the revised paradigm, which implies
the achievement of “success” (Lafley & Martin,
2013; Durakova & Mayer, 2021), indicated the
position of employers. Based on the knowledge
of trends, they must not only strive to keep up,
to succeed, but also to maintain their positions
to be several steps ahead of their competitors.
A signal is a conventional sign to convey

certain information over a distance, a warning,
or a caution. The signal that can indicate an
emerging trend in the labour market can come
from different sources. For example, it may
come from the results of certain studies on
the behaviour of employees and job applicants,
shifting values, anomalies in the choice of study
and workplaces by new generations, migration
rate, or a change in family structure.
Emerging before the trend, the signal can
either remain only a weak, fading warning, or
mark a strong development vector. In the latter
case, it can evolve into a true trend, manifesting
itself in the labour markets of many countries.
The term “trendwatching” has appeared
in specialised dictionaries, representing an
element of design of modern thinking in trend
research. First, the term means the technique of
recognising an emerging trend, the process of
observing it, the practice of monitoring patterns
in the development of subcultures, in the
behaviour and claims of employees, and in the
mobility of the workforce. Second, it is the skill
of tracking the life cycle of a trend, the periods
of its growth, maturity, and decline.
Understanding the nature and content
of trends, recognising them as a reality and
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norm allows forming a different, as opposed
to traditional, perspective on existing and
emerging problems and anomalies in the labour
market, modern mechanisms of process and
teamwork, the formation of an ecosystem,
and the satisfaction of employees’ needs.
Third, it means getting the full picture from
fixed signals, i.e. timely forecasting the real
possibility of evolution of weakly manifested
individual, often multidirectional signals of
change into major large-scale shifts.

The hierarchy of trends in the labour
market is identical to the other segments of
economic and social development. Fashion, as
the first step of the hierarchy, is a situational
phenomenon, like a flash. As the situation
changes, its brightness fades. Microtrends are
permanent, faintly noticeable transformations
in the supply and demand of labour. In contrast,
macrotrends are changes of a medium- or
long-term nature. As the changes develop
into megatrends, they affect the course of
development of the global labour market and
cause significant shifts.

Analysing the detected signals and the
interrelationships between them allows
us to formulate fundamental and applied
conclusions. From a fundamental perspective,
we add new elements to the set of already
studied trends, the speed of spread of the
phenomenon, and the affected segments of the
labour market. The applied conclusions focus
on both external and internal labour markets.

At the same time, the primary signal-
based estimate of the direction and speed of
trend development can change in response to
external and internal factors. In trendwatching,
they are often referred to as drivers. Acting as
a catalyst or a barrier, drivers either contribute
to the development of a trend or hinder it for a
certain period of time.

For example, the long-term increase in the
Earth’s average temperature followed by climate
change and ecosystem imbalance was caused by
two main reasons: natural and artificial. The

natural reason is the change of ocean phases,
the mutual balancing of the La Nina and El Nino
phenomena (Bendik & Yakovlev, 2010). The first
phenomenon cools the surface of the Pacific
Ocean. The second has a warming effect. Heated
surface waters, moving from the equatorial
region, contribute to the warmer weather in
the central and eastern parts of the ocean.
The artificial causes of climate change are
greenhouse gases emitted from the combustion
of gas, coal, and oil, deforestation, and forest
fires, which are a barrier to the absorption of
carbon dioxide.

The warming trend and failure to reach
carbon neutrality result in so-called climate
migrants, who move to countries and
territories that are more favourable for living.
Consequently, there are transformations in the
supply and demand of labour, both in donor
and recipient countries. Recipient countries
get a surplus in labour force, which can act as
a driver of economic growth.

The picture of the situation based on the
analysis of trends in demographically older
European countries (increased life expectancy
of the population, higher quality of life,
willingness and ability of older workers to
continue professional activity) has been
enriched with new details. There are weak
but growing signals about the demand for
women from refugees and migrants in the
market for elderly care services. Acceptance
of this challenge marks the start of a new
trend that characterises the evolution of the
behaviour of women earning a living. This
trend will also affect society, family, marriage,
and parenting.

Therefore, labour market trendwatching
is of applied relevance for employers. It
provides an opportunity to capture trends
and patterns and use their advantages ahead
of their competitors to develop a brand, build
communications to recruit new candidates,
attract talented candidates, and retain key
employees.
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The trend of an ageing workforce
and its impact on the development
of the labour market

The signal of labour force ageing as a
phenomenon caused by the cumulative effect
of the trend cascade (declining birth rate and
increased migration activity) was recorded in
European countries at the beginning of the
new century. It did not fade with time, but
developed into a megatrend, manifesting itself
in the economies of, first of all, highly developed
countries. In 2005, the phenomenon was
identified as one of the trends of the business
partnership stage in the periodisation of key
issues characterising the evolution of personnel
management (Kolb et al., 2010).

Ageing, as a process of generational
change, was for a long time perceived as
a natural replacement of older, retiring
employees by younger employees. The current
understanding of the phenomenon is based on
the fact that replacement in the traditional
format has become problematic, partly due
to the emergence of other trends appearing
as directions of sustainable development.
Accordingly, it has become expedient to see the
real multifactor picture in the labour market
for subsequent forecasting of the situation
and design of personnel policies taking into
account supply and demand by individual
employers.

The movement in demand, as compared to
retrospect, is justified by the rapid and frequent
change of competences required to fill modern
jobs. It is no coincidence that the programme
of “lifelong development” implies, first of all,
the improvement of the established result of
training, comprehension and awareness of
the employee of the tasks to be solved, theory,
principles, and facts, which is defined as
“knowledge” in general.

Second, the logical follow-up of knowledge
is skills, which are subdivided into practical
and cognitive. The former include achieving
mastery, choosing optimal methods for solving
tasks, using tools, materials, and modern
communication platforms and services.

The latter include the logic of work, the
creative and intuitive thinking necessary
for the development and implementation of
know-how.

Third, it requires a new behavioural regime.
It is the ability to quickly navigate a work
situation, to demonstrate meaningful, goal-
oriented co-operation, to take into account the
interests and positions of the interlocutor and
the current situation. Employers increasingly
need employees who are not resistant to change,
who are oriented towards independence, and
have developed abilities and a readiness to
perform tasks without the help of others.

The movement in the supply of labour
force in the labour market was also tangible
for employers. A number of identified trends
influenced the evolution of candidates’
attitudes towards the choice of workplace. The
trend of reappraisal of values was announced
in the specialised literature in the 1970s. In
1971, R. Inglehart put forward a hypothesis that
signalled intrageneration value transformations
(Inglehart, 1971). Over the past half century,
the hypothesis has been confirmed more
than once, and the concept of “post-material
behaviour” has acquired new features. Thus, the
priority of dependent labour as a social norm
of life and as a significant, and often the only
source of income for the average person first
began to decline in the list of values. Then, it
was retained only by a certain segment of the
working-age population.

The value and societal reset was the source
of at least four signals that later developed
into corresponding trends: the expansion of
female employment, individualism, pluralism
of life forms, and the rapidly increasing
importance of quality of life. The model of
“two earners”, for example (Eby et al., 2005),
triggered the transformation of the distribution
of behavioural roles in the family, the decline
in the birth rate, and the implementation of
dual-career plans.

The trend of pluralism of life forms became
one of the branches of the trend of individualism
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(the desire for freedom, independence, and the
domination of egocentrism). The transition
from a patriarchal family model to nuclear,
then neolocal family continued with signals
of the emerging trend of partnerships without
creating a family, guest marriage, and same-
sex unions (Petzold, 2001; Schobert, 2012).
The trend of improving the quality of life
is characterised by emancipation, personal
autonomy, and hedonism.

The cumulative impact of the above trends
was reflected in most groups of employees
or job candidates whose labour force is
offered to employers. Separated parents of
young children, single mothers and fathers,
professionals seeking autonomy, and workers
who prioritise health, family, and friendship are
the reasons for changes in working behaviour.
The tendency of young people to be committed
to their employers is disappearing, and men are
increasingly willing to sacrifice part of their
careers to raise their children.

On the supply side of the labour market,
there is a category of older workers who
have retained the modus operandi and social
behaviour habitual for employers, who have not
lost their professionalism, and who have implicit
knowledge. According to the trendwatching
results, as the megatrend of population ageing
became stronger, there appeared first a weak and
then a growing signal of the ageism trend. The
contradiction between the retention of older
workers and their discrimination by employers is
a challenge. Resolving it in favour of the “silver”
workforce will, first of all, allow for the timely
filling of vacancies without the dominance

of migrants in organisations. The adaptation
and training of repatriates, acceptance of their
subcultures are often more costly than providing
professional health care to existing employees
who are still able to work. Secondly, it will create
the preconditions for the fading of the trend of
decreasing purchasing power of the population
due to the growing segment of pensioners in
countries with older population. Third, it will
increase the probability that organisations
and the state will form an ecosystem policy
enabling the acceptance of the diversification
and diversity of ageing teams as a new norm,
through cooperation, altruism, and mutual
assistance (Durakova, 2023).

The trend of structural and substantive
transformation of the youth segment of
the labour market

The main signals of the developing trend of
structural and substantive transformation of
the youth segment of the labour market were
formed quite a long time ago. Nowadays they have
become global megatrends.

1. The first signal is the global demographic
process of population ageing. It is a dramatic
shift in the age structure of the population
in favour of the elderly. Its root cause is the
interplay of the world’s main demographic
trends: a decline in mortality, leading to an
increase in life expectancy, and a decrease in
the birth rate (Gimpelson & Kapelyushnikov,
2020). Experts predict that according to the UN
demographic forecast scenario, by 2100 almost
one third of the world population will be elderly
(Kapelyushnikov, n.d.) (Table).

Table

Projected growth in the proportion of the elderly and very elderly people in the total world population

Indicator value, %
Indicator 2050 2100
2022 (forecast) (forecast)
Pefcentage of elderly people_(65+) 10 20 30
in the total world population
Percentage of very elderly people (80+) 9 4 3
in the total world population

Source: (Kapelyushnikov, 2019).
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Ageing, in turn, leads to an older labour force
and a decrease in the share of young workers
in the labour market. For the Russian labour
market, another driver of these processes is the
consequences of the so-called demographic hole
of the 1990s due to the low birth rate at that
time. Thus, according to FinExpertiza, the total
number of workers under the age of 35 in the
Russian labour market decreased by 1.3 million
people and reached the minimum since the early
1990s (Figure).

In addition to demographics, another signal
of the trend of structural and substantive
transformation of the youth segment of
the labour market is higher unemployment
rates among young people: With the average
unemployment rate of 3.7 % at the end of 2022,
youth unemployment in Russia among 20 to
24 year olds was 12.5 %, among 25 to 29 year
olds — 4.8 %, among 30 to 34 year olds — 4.4 %,
while for older ages it was only 2.9 % and lower'.
It should be noted that the trend of a significant
excess of youth unemployment over the average

! The number of young employees in Russia reaches a
historical minimum [Electronic resource]. URL: https://
finexpertiza.ru/press-service/researches/2023/chisl-mol-
rab-min (Accessed on 8.07.2023).
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unemployment rate in the country has persisted
over the past decade?.

In addition, the relocation of a significant
number (about 500 thousand people in 2022) of
young specialists from the country contributed
to the decrease in the share of young people
in the Russian labour market. Given that over
300 thousand young people were called up for
military service in the same period of time,
we can state that in 2022 the Russian labour
market as a whole, taking into account all factors
(demography, emigration, unemployment, etc.),
lost at least 1.2—-1.3 million young workers3.

Another driver negatively affecting the youth
segment of the Russian labour market is the
issues of the education system, in particular, the
unbiased difficulties in training specialists for the
IT and manufacturing industries®.

2 Labour Force, Employment, and Unemployment in
Russia (based on the results of sample labour force surveys).
2022 Statistics digest/Rosstat. Moscow, 2022. P. 113.

3Young people swept out of the labour market [Electronic
resource]. URL: https://www.rbc.ru/newspaper/2023/04/11/6
433e7499a7947356c70a065 (Accessed on 8.07.2023).

4 Officials notice the shortage of young people in the
labour market [Electronic resource]. URL: https://www.ng.ru/
economics/2023-04-25/1 8715 _youth.htm (Accessed on
8.07.2023).

70+ years
I 336 60-69 years
-5 55-59 years
I 002 50-54 years
Hl 61 45-49 years
I 181 40-44 years
I 212 35-39 years
30-34 years
25-29 years
20-24 years
19 15-19 years

Figure. Change in the number of employed people of different age groups, 2022, thousand people.
Source: [The number of young employees in Russia reaches a historical minimum.
URL: https://finexpertiza.ru/press-service/researches/2023/chisl-mol-rab-min/]
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2.The second signal indicating the structural
and substantive transformation of the youth
segment of the labour market is the arrival of
generation Z (zoomers) on the labour market.
In the concept of trendwatching, they are
trendsetters, one of the cutting-edge groups, who
“carry and transmit new values, stereotypes, and
attitudes”>. In the near future, this generation will
constitute the most active and qualified part of
the working-age population in the labour market.
Therefore, it is already necessary to understand
and take into account the specific values of
generation Z (individualism, self-fulfilment,
freedom of self-expression, bright emotions,
health, digitalised life, and etc.) in order to
adequately reflect them in the requirements
for the representatives of this generation in the
labour market.

The COVID-19 pandemic and digitalisation
were the most important drivers of this signal.
According to a survey of young people, the
lockdown during the pandemic significantly
hindered the implementation of their educational
and/or career plans. As a result, generation Z
has not formed or has underdeveloped the
most important soft skills: negotiation, public
speaking, emotional intelligence, and etc®.

Digitalisation of all spheres of life as a driver
of transformation of the youth segment of the
labour market causes a number of effects of
the destructive influence of digitalisation on
how young people in Russia form strategies of
adaptation to the labour market, professional
and social spheres. These strategies are not
always constructive, for example, cognitive
reduction, digital alarmism, and game
addiction, communicative destruction, and etc.
(Mitrofanova & Mitrofanova, 2021).

Another signal of the transformation of
the youth segment of the labour market is the
growing number of young people who are neither

5Value orientations of modern youth.. Analytical review
of international and Russian studies [Electronic resource].
URL: https://www.zircon.ru/upload/iblock/aab/tsennostnye-
orientatsii-sovremennoy-molodezhi-analiticheskiy-obzor.
pdf (Accessed on 8.07.2023).

¢ Quiet hiring instead of quiet firing. 9 labour market
trends in 2023 [Electronic resource]. URL: https://bbbl.dev/
articles/working-trends-2023 (Accessed on 8.07.2023).

employed nor studying (NEET — Not in Education,
Employment, or Training). Currently, the share
of the NEET group in the total number of young
people aged 15 to 24 is 10.2 %’. The main reason
for young people to belong to this group is the
insufficient level of education.

Thus, the trend of structural and substantive
transformation of the youth segment of the labour
market is currently formed at the intersection of
two signals. On the one hand, there is a growing
number of representatives of older generations
and a simultaneous decrease in the share of
young workers in the labour market. On the
other hand, generation Z is entering the labour
market. This trend currently poses a serious
challenge for the national labour market, as it
causes problems related to the disruption of
natural personnel rotation of representatives of
different age generations in the labour market
and the transfer of professional experience from
the older generation in the internal competitive
environment.

Results and discussion

The scholarly discussion on distinguishing
the two cornerstone groups of the working-age
population in the age structure of the employed,
i.e. young people and older workers, includes
various aspects. For example, the signal of
the new behaviour of older workers due to the
digitalisation of the workplace, which is becoming
a megatrend, has been widely discussed in the
scientific community (Komp-Leukkunen et al.,
2022). Comparatively low digital skills in the
workplace can make older workers’ skills obsolete,
reduce their employability, and lead to earlier
retirement than the economy needs. This trend
conflicts with attempts to extend working life
(Hudomiet & Willis, 2022). Therefore, research
into the possibility of a prolonged career for older
employees is becoming relevant (Brooke, 2009).

According to researchers, trends related to
digitalisation also have an ambiguous impact on
the youth segment of the labour market. Some

7 Disadvantaged youth are called to work. URL: https://
www.vedomosti.ru/career/articles/2022/11/01/948279-
neblagopoluchnuyu-molodezh-zovut-na-rabotu
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experts argue that digitalisation can be a powerful
strategy to combat youth unemployment
(Albrectsen, 2018; Basol & Yalcin, 2021). Other
studies argue the opposite, for example that
technological change leads to job losses and/
or conversions and can contribute to inequality
between workers and countries (Jaradat et
al., 2020; Warhurst & Hunt, 2019). Therefore,
the trendwatching methodology requires the
substantiation and design of macro and micro
policy measures that are consistent with labour
market trends and needs (Basol et al., 2023).

Conclusions

The conducted study allowed formulating the
following results:

- According to the new management
paradigm, the labour market should adapt to
the implementation of the formula “person —
organisation — success” including through the
results of trendwatching. Trendwatching is aimed
at “detecting” signals, which may be a warning
that fades over time, or form into a true trend
that manifests itself in the supply and demand
of the labour force in many countries.

- The primary, signal-based, direction and
speed of a labour market trend can change due
to external and internal drivers, which can act
as catalysts for the maturity of the trend or as
barriers to it.

— The classification of labour market trends
includes such elements as fashion, microtrends,
macrotrends, and megatrends.

- The “picture” as the final stage of
trendwatching allows timely forecasting the
evolution of multidirectional changes in the
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HoBbie TPEHAbI N HOBOE€ B TPEHAAX pa3BUTHS PbIHKaA Tpyaa
H. B. lypakoBa'™, E. A. MurpodaHoBa?

' BopoHEeXCKMii TOCyIapCTBEeHHbI YHUBEPCUTET, YHUBEpCUTETCKAs I, 1,
394018, BopoHex, Poccuiickast @egepaiiyist

2TocymapCcTBeHHbBIN YHUBEPCUTET yIIpaBiieHus, Pa3anckuii np., 99,
109542, MockBa, Poccuiickast depepaiiys

IMpeagmeT. O6yC/IOBIEHHASI CMEHOJ BHEIIHEN ¥ BHYTpPeHHel Ccpelbl HOBasl MapagurMa MeHeIKMeHTa
MpeIyCMaTpMBaEeT M3MEHEHHYIO ITPYOPUTETHOCTD JIEMEHTOB, 00eCITeUMBaIOINX YCITeNTHOe QYHKITVIOHMN-
pOBaHMe XO3SIICTBYIONIETO CYyObEKTa, COXpaHEHME er0 KOHKYPEHTOCITOCOOHOCTM 1 CETMEHTOB ITOTPe6u-
TeJIeil MPOM3BOAMMBIX TOBAPOB M YCIYT. [IpMOPUTETHOCTD YeJIOBEUECKMX PECYPCOB O3HAUAeT HeOOXOmu-
MOCTb CBOEBPEMEHHOTO TTpe/CTaBIeHNs SBOMIOIMOHHBIX Y PEBOJIOLIMOHHBIX ITPOIIECCOB, CBSI3aHHBIX CO
CITPOCOM U TIpeAJIOsKeHMeM paboueii CHTbI, 3aT1aC eMKOCTY KOTOPOIA MMeeT TEeHIEHIINIO K COKpaIeHNIO.
Ilens. B cTaThe pean3oBaHa IMOMbITKA CHOPMUPOBATH MTPEICTABIEHME O IBVKEHUM HAYUHOI MBICIIN,
BO-TI€PBBIX, OTHOCUTENbHO 3BOIOIUM COAEPKaHUS TPAAUIIMOHHBIX TPEHA0B, XapaKTepU3yoIIuX CO-
BpeMeHHbIli PbIHOK TPY/ia, BO-BTOPbIX — MOSIBJIEHNSI HOBBIX T€HIEHIIMIT B CIIpoce U TMpeJjioskeHUu pa-
60ueii CUJTbI ¥ CBSI3AHHOI ¢ 9TUM TpaHchopMalyuy paboThl C ITEPCOHAIOM B OPTaHM3aLVSIX.
MeTtoznonorusi. [ qoCTMReHMS €T UCITOb30BAIMCh OOIIeHAYYHbIE Y SMITMPUYECKIe METOIbI MCCIIe-
IOBaHMs. AHAM3 Y CMHTE3 ObUIVM IIPYMEHEHBI /IS TIOTyYeHMsI HOBOTO 3HAHMS 110 0003HAYEHHOI! TeMe.
[MocpencTBOM aHa/INM3a OINpee/ieHbl COCTABIISIIONINE IBVOKeHNSI HAYYHOM MBICTY OT CUTHAJIA, CBUIETE N b-
CTBYIOILIETO O 3aPOSKIEHMM TPEH 1A, IO BBISIBJIEHNS APAIBEPOB, SIBJISIIOIIMXCS KaTaau3aTopaMu Uiy 6apbe-
pamu ero pa3BuTysi. C IOMOIIBIO aHAIN3a BbIIeTeHbl TAKKe 0COGEHHOCTHM CITPOCa U MTpejIoskeHns pabo-
yeli CWJIbI Ha COBPEMEHHOM pbIHKE TPy[la, XapaKTepu3yIolieMcsl KaIpoBbIM MHOroo6pasueM. B xome
CTaTUCTUYECKOTO aHajIM3a ObUTM BBISIBJIEHBI aKTyaJbHbIE TEHAEHIMM TTPOUCXOASIINX HA POCCUIICKOM
PBIHKE TPyIa M3MEHEHM, CBUAETEIbCTBYIONMX O (DOPMUPOBAHNYM HOBBIX TPeHI0B. CMHTE3 TTO3BOJIAI
chopMMpoBaTh eOMHOE IEJIOCTHOE MPEACTaBIeH) e O KapTYHE COBPEMEHHOTO Kackaza TPeH/I0B U BO3-
MOXKHBIX CABUTAX B TIOBEJ€HMM MOJIOJEXM ¥ pAOOTHMKOB CTAPIIMX BO3PACTOB Ha PhIHKE TPYA.
PesynbraTsl. B cTaThe mpeicTaBIeHbl CTPYKTYPMPOBAHHbIE HA PA3/IeIbl ITOIOKeHM ST, 000CHOBBIBAIOIIVIE
BIMSTHME KaCcKajla TPEHI0B Ha Pa3BUTHME PhIHKA TPY/Ia, M3MeHEeHMe CIIPOoca U IIpeIIoskeHsI Ha pabouyio
CUJTY MOJIOZIBIX ¥ BO3PACTHBIX PAOOTHMKOB. MI3/105keHHAS MIest TPOIBUTAET BHIBOABI YUEHBIX O HATVMUNM
TPEeHAO0BbIX KaCKaJlOB, yIIpaBjieHle KOTOPbIMM Ha PbIHKE TPyZAa MO3BOJISET yepe3 BbIBOIbI TPEHIBOT-
YMHTA BO3/IE/ICTBOBATD Ha ITOSIBJISIIONINECS HOBbIE CUTHAJIBI, ITpeAyIIpeskaatoniyie 06 yKperuieHuy HOBOM
HeskelaTebHOI AJIs1 peanu3anyi KaapoBoi MOMTUTUKY TEHIeHIN.

BeiBoabl. 3HauMTeIbHbIE CABUTY B BO3PACTHOM CTPYKTYpe HaceJeHMsI BHOCSIT U3MeHEeHUsI B CTaBIINiA
[7I06aIbHBIM METaTPEeHT CTAPEHMS U eT0 BIMSHME Ha PhIHOK Tpyaa. McIonb3yeMble B CTATbe METOIbI
TpOBeeHMs] aHaM3a MO3BOJISIIOT, BO-TIEPBbIX, MOAAEPKaTh UCCIeloBaTeIbCKYe TTIO3ULIUMU O TOM, YTO
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New labour market trends and developments

IOCTVDKEHME «IT00eIbl» Kak 1ieJi HOBOJ mapagurMbl MeHeI)KMEeHTa BO3MOXKHO Ha OCHOBaHMM 3HAHMS
TPEHIOB, ONPEeNesISIONIX BEKTOP ABIsKeHNS paboTomaTesist, UTO0bI YCIIeBaTh, TPeycIieBaTh U YIEPsKUBATD
CBOM MTO3UIIVN, HA HECKOJIBKO IIaT0OB oIlepeskasi KOHKYPEeHTOB. BO-BTOPBIX, BHISIBUTb MeXaHU3M 3apOsKie-
HMSI, PA3BUTHUS U YTacaHUS TPEHIOB Ha PhIHKE TPyIa 1 06pa3oBaHMs TPEHIOBBIX KaCKa0B. B-TpeThuX,
o Iep>kaTh BEPCUIO O ApaiiBepax, ClIOCOGHBIX M3MEHUTH COepsKaHye U YCTOMUMBOCTD TPEH 1A, a 3Ha-
YT, BOSMOXKHOCTH YIIPaBJISTh M. B-ueTBepThIX, 060CHOBATH IBVDKEHME B MIPeACTaBIeHMM CIIpoca Ha
pabouyio CuiTy, XapaKTepuU3yIoIerocst 6bICTPOIi 1 YacTOi CMeHOIi TpeGoBaHMi K pabOTHUKY AJIsI 3aMe-
IIeHNs COBPeMEHHbIX Pabounx MecCT, OIpeieJIeHHbIX HOBBIMIM 3HAHUSIMU, TPAKTUYECKMMU U TTO3HaBa-
TeJIbHbIMM HaBbIKAMM, MOZIEJISIMY TTOBeHeHMsI. B-TISIThIX, TOKa3aTh CMEeHY ITPUMOPUTETHOCTM 3aBUCHMO-
IO TpyZia Ha HOBbIe ero () OpMbI B COOTBETCTBUM C HOBBIM TPEH/IOM 1IeHHOCTE ¥ YCTAHOBOK KaHIUIATOB
Ha HaliM M 3aHSTOTO ITepCOHasa. B-1IecThiX, 060CHOBATh MEPCIEKTUBHOCTh CErMeHTa pPabOTHMKOB
CTapIIMX BO3PaCTOB IPY BO3AEMCTBMM Ha TeHAEHIINIO 3iiIK13Ma 1 PopMiupoBaHe TTOTUTUKYA IKOCH -
CTeMBI 1 PO eCcCHOHATLHOTO 30POBbS B OpraHM3aLMIX. B-ceIbMbIX, 3a6/1arOBpeMEHHO MPeaypeanuTh
MIPOSIBIEHMSI HApyIlIeHNs eCTeCTBeHHO KaIpOoBoil poTalui MpeicTaBUTe/el pa3JINUHbIX BO3PACTHBIX
TTOKOJIEHUIT Ha PBhIHKE TPyHa U mepeaaun mpodeccoHaaIbHOTO OIbITA OT CTapIlero MoKoJeHus: paboT-
HMKOB B YUIOBUSIX BHYTpPeHHE KOHKYPEHTHO cpefbl.

KnioueBsble cj1oBa: rapagnrmMa, MeHeKMeHT, MCTOpUYeCKUIt oTarl.

Ina nutupoBanus: [lypakosa, . b., Mutpodanosa, E. A. (2023). HoBble TpeHIbI M HOBOE B TPEHIaX Pa3BUTUSI
pBIHKA TpyHa. BecmHuk BopoHexckoz0 2ocydapcmeerHozo yHugepcumema. Cepus: IkoHomMuka u ynpasnetue. (3),
63-73.DOI: https://doi.org/10.17308/econ.2023.3/11377
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