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Section 1. History and archaeology

Radulovi¢ Ivan,

Association for research and promotion
of the cultural heritage “Illyricum”
Niksic¢, Montenegro

HISTORICAL SOURCES: TYPES AND ANALYSIS

Abstract. The paper discusses historical sources and their impor-
tance for the study of the history of human society. The introduction in-
dicates what the historical sources are. Then, the most important types
of sources were listed by historical era with a basic division into the
remains of material culture, written sources and sources characteristic
of the modern era. The second part of the paper refers to the analysis of
historical sources as one of the key steps in the historians’ work.

Keywords: historical sources, material remains, written sources,
acoustic sources, source analysis, internal criticism, external criticism,
primary sources, secondary sources.

Historical sources include any type of evidence that people have left
behind through their past activities — the written word, landscape form
and material artefact, fine art, photography and film. Of all the humani-
ties and social sciences, only history uses so many different sources, and
each of them requires special knowledge.

It can be said that history encompasses the human experience of
every place and every period. No part of the past can be skipped under
the pretense that it does not belong to the proper domain of historical
knowledge. The historian usually relies on the conclusions of archaeolo-
gists and art historians, and feels himself able to draw conclusions from
a wide range of material evidence. Over the last thirty years, the range
of sources that historians consider themselves sufficiently professional,
has grown. These include place names, types of landscapes, movies, etc.
The fact remains that the study of history has almost always been based
on what the historian can read in documents or hear from his reporters.

3



Section 1. History and archaeology

However, most historians do their research in libraries and archives!. In
this paper, we will deal with exactly that topic — historical sources, that
is, what is it that can serve as a relevant and authentic source of data for
the historian in order to reconstruct an event from the past or to learn
about a certain historical process.

Each historical epoch is characterized by different types of histori-
cal sources, and here we will point out some more important types of
sources, going from the modern era to the more distant past. For the
study of modern history, the sources created by the inclusion of modern
technical means in communication between people occupy an impor-
tant place, and they are usually called acoustic sources. These acoustic
sources contain important testimonies about certain events (recordings
of various sessions, congresses, parliaments, demonstrations, speeches,
etc.), and when using this type of source, the historian must carry out
a strict verification of authenticity, i.e. check whether it is original or
reworked sound document. Photography, as a historical source, captures
detail, revives the atmosphere and significance of a historical event or
person. Photography helps the historian to get to know historical monu-
ments, works of art and subject monuments from various parts of the
world. It is known that photomontage, retouching and other techniques
can be used to falsify reality, so all this requires the historian to act
critically when using photography as a source and to apply all techni-
cal and other means to establish its originality. Film recordings are also
important sources for history, and as is known, they are more recent as
a historical source, and were created at the beginning of the twentieth
century. Today, we have a lot of valuable film material that helps the
historian to get more accurate and comprehensive information about
what happened. After the Second World War, in addition to film, televi-
sion also became a very important source. The problem for the historian
is that the critical use of film material is more complicated than when
using written sources?.

Written sources are the most numerous and most important type of
source in historical research. There are preserved sources of this type
from the history of ancient Egypt, Mesopotamia, and Asia Minor that tell

! Mirjana Gross. Historical sciences (Zagreb: SNL, 1980); Veronik Sal. Historians
(Belgrade: Clio, 2008).

2 Miomir Dasi¢. Introduction to history with the basics of auxiliary historical
sciences (Titograd: NIO “University word”; University “Veljko Vlahovi¢”, 1988).-
P. 58-60.
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HISTORICAL SOURCES: TYPES AND ANALYSIS

about the past of these countries. The oldest written sources from the
Greco-Roman world are various types of inscriptions on hard material,
and epigraphy deals with this type of source. Various philosophical and
scientific texts are preserved on papyri, and acts are the most significant
type of source for this period. For the history of Attica, tile inscriptions
called ostraca are an important type of source. Analysts are of great
importance for Roman history, and then Roman historiography'.

The oldest medieval sources of narrative character are annals. The
exposition in the annals is scanty and dry, the events are arranged in
chronological order without any systematicity. A related genus of an-
nals is the medieval chronicle, in which the presentation is connected
and the scope of the story is much wider. Hagiographies (biographies
of saints) are an important part of medieval narrative sources. For me-
dieval history, the most important sources are acts and charters, which
are written testimonies of business or legal content created during the
activities of individuals or state institutions. Registers have been kept
in some countries since the Middle Ages, and they contain data of a cer-
tain type: about taxes, issued instructions or orders, gifts, income and
expenses, etc. More important written sources include laws and other
legislative texts (ordinances, orders, decrees, etc.). Written sources also
include various types of maps, plans, sketches and drawings>.

Newspapers and magazines are an invaluable resource for many pur-
poses. They can be used to search for interesting political cases, to follow
their development, and to find concrete data and views>.

A special type of material and literature are published and unpub-
lished memoirs, which represent memories written by authors on their
own initiative and inspired by major historical events, and are most
often written by persons who played a significant role in history during
their lifetime or some part of it. They were written in the form of diaries,
memoirs and autobiographies. In the diary, the author recorded facts
from daily events, most often during his activities during important
historical events. Memoirs are subsequently written memories of some
events and personalities. An autobiography is a biography compiled by

! Miomir Dasi¢. Introduction to History with the Basics of Auxiliary Historical
Sciences,— 60 p.
% Ibid.- P. 61-63.
3 Knut Celstali. The past is not what it used to be (Belgrade: Geopoetics, 2004). -
186 p.
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Section 1. History and archaeology

the author himself and contains important dates and events from his
life and the life of his family'.

Literature, too, has its importance as a historical source, of course,
novels and dramatic texts cannot be treated as factual data. However, all
literary works offer us an insight into the social and intellectual environ-
ment in which the author himself lived, and often vivid descriptions of
the physical properties of that environment?.

Material remains appear in the form of objects, so we call them ob-
ject sources, and they are most often used to supplement the picture
we create with the help of written sources. Their use requires special
knowledge and methods that are different from those used in working
with written sources. Such sources are most often found by excavation,
and the science that deals with this is called archaeology. This type of
source also includes villages, towns, bridges, fortresses, moats, towers,
trenches. Secular and church buildings also belong to them?. Oral sourc-
es or oral tradition have a certain importance for historical science. Oral
sources can be divided into memories, which are memories of one’s own
experiences, and traditions that have been passed down from generation
to generation*. Primary sources are usually considered to be those that
are closest in time to the studied period or come from it, and secondary
sources are those that were created later. That distinction, however, can
sometimes be quite unclear. Whether some sources will be primary or
secondary for a historical researcher depends on the type of approach
and the nature of the analysis and research that the historian performs?®.

Under historical methods, Thucydides found chronology, a neutral
point of view and the world around him as a result of the actions of
human beings. Thus, in a way, he separated history from Greek pagan
polytheism and gave it a scientific-materialistic character. Historical
sources and their impartial and objective analysis are very important
for neutrality in the observation of history, because without historical

! Zdravko Deleti¢. The craft of the historian, Methodology of historiography.
(Kosovska Mitrovica: Faculty of Philosophy in Pristina with temporary headquarters
in Kosovska Mitrovica; Historical archive of Kraljevo, 2019).- P. 115-117.

2 John Tosh. In looking for History. (Belgrade: Clio, 2008).- 95 p.

3 Miomir Dasi¢. Introduction to History with the Basics of Auxiliary Historical
Sciences.— P. 68-69.

+ Knut Celstali. The past is not what it used to be.— 172 p.

5 Jeremy Black, Donald M. McReild. Studying History. (Beograd: Clio, 2007).—
112 p.
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HISTORICAL SOURCES: TYPES AND ANALYSIS

sources there is no history as an exact science'. At the very beginning
of researching a problem, the basic question arises, how to find the
sources? As a rule, the first indications for searching for sources come
from the professional literature that we use to develop the topic. A
review of some of the cited sources in the appendices and footnotes
can be very useful. When it comes to printed sources, they can be ac-
cessed quite easily through a library. Sometimes it can be determined
that they contain many details, which have not been thematized yet,
so that further research could be started on their basis. Historical lexi-
cons, as well as atlases, especially those specialized in certain narrow
specialties, certainly represent a great help. Further help in searching
for sources is provided by bibliographies and source science. It must
be noted here that no list of books or science of sources can be said
to be comprehensive because new editions of sources are published?.
The central place of the historical method is the criticism of sources.
It implies evaluation, the skill of evaluation, reasoning, distinguish-
ing what is good and valuable from what is bad and weak in science.
From the point of view of historical science, criticizing sources means
searching for falsifications and untruths and determining the degree
of credibility and originality of the source, and essentially goes down
to answers to the questions: when was the source created, in what time
or other circumstances (who is the author of the document) and in to
what extent we can rely on that source or type of source. If we start
from the fact that what is the goal of source criticism, then we can dis-
tinguish text criticism or external criticism (erudite or lower criticism)
and statement criticism or internal criticism (hermenautic or higher
criticism of historical sources)3.

From the mentioned stages in the analysis of the source, it is clearly
concluded that the first step is to examine the credibility of the source,

! Porde Stankovi¢, Ljubodrag Dimi¢. Historiography Under Supervision I.
(Belgrade: Gazzete FRY, 1996).- 169 p.

2 Dalibor Elezovi¢. “Methodological challenges of the research of historical
sources of the early modern period” in Methodological challenges of historical
science: thematic collection of international importance / edited by Zdravko Deletic,
Dalibor Elezovi¢. Kosovska Mitrovica: Faculty of Philosophy, 2018.- 143 p; Ralf-
Peter Fuchs. Technik: Die Arbeit mit den Quellen, Frithe Neuzeit, A. Volker-Rasor.
(Miinchen: Oldenbourg Verlag, 2006).— 258 p.

3 Miomir Dasi¢. Introduction to history with the basics of auxiliary historical
sciences.— P. 105-106.
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Section 1. History and archaeology

that is, to determine whether the author, place and date of creation of
the written text correspond to what has been stated. These issues are
particularly important in the case of legal documents, such as char-
ters, wills and agreements. It is known that people have forged a large
number of such documents at various times. The second phase, which
represents the interpretation of the content of the text, is much more
demanding. In addition to knowing the language, the historian must
also know the historical context that will indicate what the words used
refer to. Old words fall out of use over time and have different mean-
ings at different times, so old words should not be given a modern
meaning. When reconstructing the content of a document, the histo-
rian asks a much more important question: is what the source tells us
reliable? This question goes beyond the range of auxiliary techniques
and requires knowledge of the historical context and human nature,
and it can be said that this is the terrain of the historian. The cred-
ibility of the source is most influenced by the intention and prejudices
of the author!.

The bottom line about source analysis is that historical research is
not about finding one reliable source to extract all that it has to offer. As
much evidence as possible should be collected from a large number of
sources, preferably from all sources related to the research topic. Each
type of source has both flaws and virtues for research, but when they
are used together and compared with each other, there is a possibility to
illuminate the real facts and to discover and reconstruct an event that
is very close to the truth. For this reason, it is important to master and
compare different sources. In using sources, the historian is far from
being just a passive observer. He must be resourceful and gifted to make
full use of a historical source?.

From the point of view of scientific criticism, historical sources can
be divided in several ways: according to the relation to the events they
talk about, they are usually divided into “first-hand” sources (first-rate)
and “second-hand” sources (second-rate); according to the relation-
ship between the source and the researcher, they can be divided into
primary or immediate and secondary or indirect. Well-known method-
ologist J. Topolski spoke about direct and indirect sources, where direct
sources would be those that are only the remains of historical reality,

! John Tosh. In looking for History.— P. 122-127.
* Ibid.- P. 133-140.



HISTORICAL SOURCES: TYPES AND ANALYSIS

while indirect sources would be those that testify to historical facts by
means of signs such as writing and language'.

Knowledge about the past of human society is not possible without
remains from that past, which are called historical sources. We have dif-
ferent historical sources from different periods of the history of human
society, that’s why knowledge of historical sources by era is necessary for
a historian. They can be the remains of material culture, written sources,
and modern times bring us new types of sources such as acoustic sourc-
es. The analysis of historical sources is the basis of the historian’s work
and it consists of several stages. The most important are the internal and
external criticism of the source, which includes the determination of the
authenticity of the source itself and the determination of the facts that
the source communicates to us, and in order to obtain as true a picture
as possible of the event from the past, which is being attempted to be
reconstructed, it is necessary to analyze as many sources as possible
about the given event. Apart from clear methodological instructions, a
significant part of the work in working with historical sources also de-
pends on the personal abilities of the historian himself, his perspicacity
and experience.
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Section 2. Philology and linguistics

Petrova Elka,
The Paisii Hilendarski University of Plovdiv,
Faculty of Philology, young scientist

THE SLAVIC MYTHICAL CREATURE “KUKUMOPA”
(LINGUO-CULTURAL OBSERVATIONS)

Every mythological character is included in the whole sphere of
people’s rituals, beliefs and everyday life and presented in a specific
relation with language and culture. The actuality and practical appli-
cation of our scientific research are determined both by the existing in
modern linguistics and the increased interest in the manifestations of
the national-distinctive mentality in language and by the aspiration of
scientists to reconstruct how in ancient times, the human consciousness
reflected the objective reality.

The first criterion when analysing a given mythical creature is re-
lated to its habitat area, i.e., placing the creature in one of the two main
groups — aquatic and chthonic. We must clarify that such a distinction
is relatively conditional due to the ambivalence of mythical creatures
and their specific abilities for metamorphosis and mobility in space. A
mythical creature that is assigned to one of the two groups identified
by us will be further examined through the prism of indicators: name,
habitat (specification of whether it is a forest, lake, river, or home),
functions, time of appearance, symbolism in appearance and similar
beings. We have paid particular attention to the analysis of phraseo-
logical units because of their importance in studying mythical crea-
tures. Naturally, the relationship between language and mythology is
most clearly manifested in the peculiar core of a given language, i.e. its
lexical-phraseological fund. People use phraseological units to store
and transmit cultural information. The main aim of our paper is the
complex analysis of the mythical Slavic creature — kukumopa (English:
kikimora) and its comparison in the context of the Bulgarian, Czech and

11



Section 2. Philology and linguistics

Russian languages. It is necessary to examine this creature through the
lens of anthropocentrism, placing the human being at the centre of the
second part of our study. Even though mythological characters do not
have a direct connection with humanity, we believe they all have some
relationship with him. First, this connection is based on fear, belief, or
gratitude for the creature’s deeds as part of the creature’s image. The
place with a direct and undeniable relationship with the individual is his
home (irrespective of its type and shape — house, igloo, yurt, castle, hut,
etc.). Considering everything we have discussed; we can classify Slavic
mythical creatures as follows:

1) Creatures that inhabit the space outside the home — meadows,
meadows, mountains, lakes, rivers, etc. Such are the nympbhs, fairies,
mermaids;

2) Creatures that inhabit the home and are connected to it, to the
daily life and life of the person — the house spirits, the kikimora and the
6aHHUK (creature, which lives in the bathroom), etc.;

3) “Wanderers” — unclean forces (Diseases);

4) Spirits and demons - they are somehow related to the wanderers,
but most often, they do not stay in the person’s home, either visiting him
or settling in most cases after a series of specific events — sudden death,
provoking a deity, etc. (examples are: KyiomoiimaH, aHuyTKa (types of
evil spirits)).

So, in Slavic mythology, the mythical creature known as a kikimora
(in Russian: kukumopa) inhabits homes. As a result of our observations,
it can be concluded that this character is unique to Russian folk culture
and does not exist in Bulgarian or Czech cultures. In Czech, this creature
is simply a variety of the house spirit, and in Bulgarian, it is the same.
According to the interpretive dictionaries, to confirm the introduction
of the image to Bulgarian lands, there is information from the interpre-
tive dictionaries where it is mentioned that the lexeme comes from the
Russian language with the meaning of HowHo npusuderue, domaiuex
0yXx, maacsm, a 8 ces8peMeHHUs 0B12apCKuU e3UK ce pa3bupa kamo cmapa,
2po3Ha unu uzobuio npomuera xera (Translation in English: a night ap-
parition, a house spirit, a goblin, and in the modern Bulgarian language it is
understood as an old, ugly or generally disgusting woman)'. The Bulgarian

! Andreychin L., Georgiev L., Ilchev St., Lekov Iv. Balgarski talkoven rechnik.—
Sofia: Nauka i izkustvo, 2009.
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THE SLAVIC MYTHICAL CREATURE “KUKUMOPA” (LINGUO-CULTURAL OBSERVATIONS)

language contains several phraseological units that include kikimora
components, despite the circumstances mentioned above:

1) (Tm) cu kukMMopa (meaning in Bulgarian: mpotuBeH, 0TOIbCKBAII]
YyoBeK (Haii-Beue 3a skeHa) — literal translation in English: nasty, repul-
sive person (especially for a woman). English equivalent: spy.

2) kukumopa (meaning in Bulgarian: ynnuHuiia, jieka skeHa Uau
ToAMOJIHA XUTpa keHa) — literal translation in English: harlot, light
woman, or sneaky woman with cunning. English equivalent: agent; vile.

3) rpo3Ha KaTo KMKuMMopa (meaning in Bulgarian: nsmnon3sa ce 3a
MHOT'O I'PO3Ha, MPOTHBHA Ha BbHIIIEH B XeHa) — literal translation in
English: used for a hideous, nasty-looking woman. English equivalent:
as ugly as a toad, as ugly as a wild boar, as ugly as sin, etc.

The name kikimora has a complex and composite structure. The sec-
ond component, “mora” (mopa), is believed to be derived from the word
“mor” (Mop), found at the base of the terms moria (Mopus, mops — mean-
ing in English: exhaust, kill), with another root vowel in Mara (Mapa) —
meaning: death, die. A variant of Mara (mara) can be found in the dia-
lects and other European and Slavic languages with various meanings,
including a nighttime disease, a nightmare, an evil spirit, or a witch who
can turn into a bird or an animal.

The first component remains problematic, often associated with the
Proto-Slavic verb *kykati (shout, scream) or with the noun *kyka (fe-
male nightcap; feather; lark in birds). Some find a connection with the
Balto-Slavic kik/kyk/kuk (hunchback, writhing), from which the Lithu-
anian kaukas (farmer, gnome) most likely arose; the Russian kika (Leshiy
who lives in a bathhouse). In Bulgarian, there is a lexeme kuka (A more
extended lock of hair falling over the forehead that is usually combed
back), and in Old Bulgarian kyka is a hair, fibre, thread, hair, fur, but
also a verb with the meaning kikotya (I laugh obscenely loud) and the
derivative kikot (a loud indecent laugh)!. Variants of these words are
also found in other Slavic languages.

Taking a closer look at the first component of the name, let us ex-
amine all the possible meanings in detail. It will become apparent that
they are entirely consistent with the description of the mythical creature

! Barbolova Z. Entsiklopedia na personazhite v balgarskata mitologia.— Sofia:
Nauka i izkustvo, 2010.
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Kukumopa (transliteration: kikimora): a short, wrinkled, shrivelled ugly
old woman (sometimes a long-haired girl or woman) with a large head,
long arms, short legs, bulging eyes, hairy paws, horns, tail, and body cov-
ered with feathers or hair; she lives hidden in the home and sometimes
giggles from the corner.

It is entirely following the contrasting dualistic spirit of the Slavic
faith that the kikimora can be both - kind and helpful and, at the same
time, rude and harmful to the people, as everything depends on the
behaviour of the people who live in the house.

Considering that the kikimora is a character characteristic of Russian
folk culture, it is surprising that our research has identified only one
phraseological expression in Russian that contains a kikimora compo-
nent, namely - kukumopa, which refers to a woman who has a funny,
ridiculous appearance.

It can be concluded that the kikimora is a variety of the house spirit
under the habitat criterion. An argument for this statement can be found
in the fact that in the Czech language, there is the word “kikimora”,
which refers to a kind of house spirit.

The study was carried out with the support of the “Scientific and
Project Activity” Division at the Paisii Hilendarski University of Plo-
vdiv, within the framework of the “Young Scientists and Postdoctoral
Students — 2” program.
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Puziychuk S. V.,

Candidate of Economics, Associate Professor

of the Department of Economic Theory and Economic Education

of the Herzen State Pedagogical University Russia, Saint Petersburg

NEW SKILLS FOR THE WUCA WORLD

Abstract. The purpose of the study is to substantiate the develop-
ment of new skills in the conditions of the WUCA world and to deter-
mine the most demanded among them. To do this, it was necessary to
reveal the content of the WUCA concept, to consider the main trends
that determine changes in society. The content of the VUCA-Prime con-
cept, which is necessary to counteract the WUCA world, is also disclosed
from the standpoint of the formation of more relevant skills. The article
identifies the main groups of skills of the future generation in the field
of business, technology and data science. Specific examples show the
emerging new formats of educational ecosystems built on close coopera-
tion with technology companies as one of the most effective areas for
the formation of new skills today. The results of the study can be useful
in developing a personnel management strategy in companies.

Keywords: Competences, WUCA-world, VUCA-Prime, skills.

Iy3utiuyk C.B.,

K.3.H., 0oueHm Kagpedpsl IKOHOMUUECKOLI meopuul

U IKOHOMUUeckozo obpasosarus PITIY um. A. . Tepyena
Poccus, Cankm-Ilemep0ype

HOBbIE HABbIKU OJ11 MUPA

AnHoTaums. llenbio wuccaegoBaHMST SIBJSIETCSI 0OOCHOBaHMeE
pasBUTHUS HOBBIX HABBIKOB B yci0BUsIX WUCA- Mupa 1 ornpeneneHus
cpeny HUX Hambosiee BOCTpeOOBaHHBIX. [IJI1 3TOro moTpeboBasOCh
packpeITh comepskanne KoHuenmumu WUCA, paccMOTpeTb OCHOBHBIE
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TpeHbl, ONpeAeNsiolye u3MeHeHMs B ob1ecTBe. Takke pacKpbITO
comepkanme  koHienra VUCA-Prime, Heo6GXomuMoro  majs
npotuBopeiicteust WUCA-mupy, ¢ nmosunuit opmmpoBanust 6omnee
aKTyaJIbHbIX HAaBBIKOB. B cTaTbe ompeneneHbl OCHOBHbIE TPYTIIIbI
HaBBIKOB OY/IyIIEro rmokojaeHus B chepe 6M3Heca, TEXHOJIOT UM M HAYKN
0 JaHHbIX. Ha KOHKpeTHBIX IMpuMepax IMOKa3aHbl 3apOsKIAIONIMecs
HOBbIe (opmaThl 06pa3oBaTeNbHbIX IKOCUCTEM, MOCTPOEHHBIX Ha
TeCHOM COTPYIHMYECTBE C TEXHOOTMYEeCKMMY KOMIIaHMUSIMM, KaK O HOTO
13 Hambosee 3¢@eKTUBHOro HarpanyieHus (GOPMUPOBAHMSI HOBBIX
HaBBIKOB CeroiHsI. Pe3y/ibTaThl MCCIeA0BaHMS MOTYT OBITh MOJI€3HBI IIPU
BbIpAbOTKe CTpaTeruu yrpasBaeHNs TepcoOHaIOM B KOMITaHUSIX.

Knwouesbie cinoBa: Komnerenium, WUCA-mup, VUCA —Prime,
HaBbIKM.

PedopMbl 06pa30oBaHMs, IPOUCXOISINNE CETOIHS B OOTBIIMHCTBE
CTpaH MMpa, BO MHOTOM ObLIM 00YC/IOBJIEHBI TOCTAHOBKOI BOITpoca
0 TOM, HaCKOJIbKO COBpeMeHHOe 00pa30oBaHye aJeKBaTHO 3aJjauyaM Hbl-
HeIIHEero 1 6yayInero obiuecrTsa. B 9Toi CBSI31 IIeHTPOM 00CYKIEHMS
B o6pasoBaTebHOI chepe yUeHbIMM, TPABUTETbCTBAMY, MEKIyHA -
POOHBIMM OpTaHMU3AIMSIMM CTaJIXM BOIIPOCHI, Kacawliuecs 1ejei o6-
pa3oBaHMsI, METOIOB OOyUeHMsI, HABBIKOB OOYYaIOMIMXCSI U JAPYIUX
aKTyaJbHbBIX ITapaMeTpOB 00pa30BaHMs, He BCerga OTBevalolux Co-
BpeMeHHbIM BbI30BaM B 00II[eCTBe U TOTOMY TpeOyiouinux TpaHcdop-
Manyu. O BaXKHOCTU MEPeOIeHKM KOMIIOHEHTOB COBPEMEHHOI 06-
pa30oBaTeJbHOI CUCTEMBbI CBUIETENbCTBYIOT JOKYMEHTDI, TIPUHSITbIE
B Moc/jedHMe ABa JeCSITUIeTHsl Kak Ha HallMOHAJbHOM, TaK U MeX-
IYHAapOOHOM YPOBHSX. Takue NOKyMeHThl, Kak MHuiinatusa IOHE-
CKO «IlepcriekTuBbI 06pasoBaHusi»!, BcemupHblii gokaan KOHecko
«K ob6ecTBam 3HaHMsI» 2, [lokaag MexXIyHapoaHO KOMMCCUM 11O 00-
pasoBanuio ajist XXI Beka®, [Iporpamma IOHecko «MHDopMauus st

! Uaunmatuea FOHECKO «IlepcrieKTuBbI 0Opa3oBaHMsI». [DIEKTPOHHbIN
pecypc]. URL: https://ru.unesco.org/futuresofeducation/ (mata ob6pameHus:
15.12.2022).

2 Bcemupubiit goknan FOHecko. «K o6iectBaM 3HAHUS». [DIEKTPOHHbIM
pecypc]. URL: https://ifap.ru/library/book042.pdf UNESCO 2005/ (naTa o6parueHus:
14.12.2022).

3 O6pasoBanne: cokpbiToe cokposuiine (Learning: The Treasure Within)
OcHoBHbIe MonoxkeHUs Jloknaga MeskayHapogHO KOMUCCUY 0 06pa30BaHUIO
st XXI Beka. [dnektpoHHbIi pecype]. URL: https://www.ifap.ru/library/book201.
pdf. UNESCO 1996/ (nata ob6paienmsi: 13.12.2022).
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Bcex» !, «ImobanbpHas meknapauus Rewired o mogkimouenun K UHTep-
HEeTY B MHTepecax o6pa3oBaHus»?, «KKauecTBeHHOE 0OyUeHMe 17151 BCEX.
ViHBeCcTUILIMYM B 3HAHMS Y HABBIKU B IEJISIX COAEICTBUSI PA3BUTUION®,
O6pasoBatenbHast KoHuenuus 2030 O9CP*, HaLMOHAbHBIN ITPOEKT
«Obpa3oBaHMe»®, pOCCUIICKMI ITPOEKT BbICIIero oopasoBaumst «I1pu-
oputet 2030»°, ¥ MHOTMe APYyrUe 3aJT0KWIN OCHOBY He TOJIBKO AJIsI
MHOTOYMCIEHHBIX IMCKYCCUI, HO U BbI3BaJM peopraHm3alMOHHbIE
IpoIecchl B 00pa3oBaTeIbHOI cdepe.

[Touemy cTaysio BaskHbIM 00CYkAaTh pedopMbl B 06pa3oBaHMUM?

[lyist oTBETa Ha MAaHHBIV BOITPOC HEOOXOAMMO 0O6paTUTHCS K dak-
TOpaM, KOTOPbIE€ OKa3bIBAIOT 3HAUMTEIbHOE BO3/Ie/iICTBME HA COLM-
aJbHO-3KOHOMMYECKOe Pa3BUTHe B 001IeCcTBe, 0COOEHHO B IBAIIATh
TepBOM BeKe, IIPeAbsBJIsSIsSI HOBbIe TPeOOBaHMS K CHCTeMe 0O6pa3oBa-
Hus. KoHell 1BaillaToro BeKa 03HaMeHOBAJICSI HOBBIMM MTPOIleccamMu
B 00IIeCTBEHHOM Pa3sBUTUN. BO3HMKIM HOBble KOHIEMIVNU MO/Ie-
Jieit 06IIeCTBEHHOTO Pa3BUTHS, OTPAKAIOIIMX ITU n3MeHeHus. Tak,
B COIIMOJIOTMM OIMHAMMKA PasBUTUS, MHPOPMAIIMOHHAS KOMIIOHEH-
Ta, CTEIEeHb MPeICcCKa3yeMOCTH pe3yabTaTOB M APYTMX IapamMeTpOoB
00IIIeCTBEHHOTO pa3BUTHUSI HalllJIa OTpakeHue B KoHuenuusx SPOD/
VUCA- mupa.

! Iiporpamma FOHECKO. «Hbopmartius asst Bcex». URL: https://ifap.ru/ofdocs/
unesco/programr.pdf.UNESCO 20005

2 Bynmyiiiee o6pasoBaHust M HaBbIKOB. O6pasoBanue 2030. [IM€KTPOHHBIN
pecypc]. URL: https://fioco.ru/Media/Default/Documents/E2030%20Position%20
Paper%2027.05.2019.pdf, ITpoext O3CP. 2018/ (naTa obpamienus: 18.12.2022).

3 KauecTBeHHOE 0byueHme 1jis Bcex IHBeCTUIIMIA B SHAHWS M HABBIKM B II€JISIX
copeiicTBuUs pa3BuTuio. CTpaTerus B ceKTope o6pa3oBaHmst ['pyIimnbl OpraHu3annin
BcemupHoro 6anka Ha nepuop 1o 2020 roga Pesiome MeXIyHapOOHbBIN OaHK
PEKOHCTPYKIMK U pa3BuTus / BcemupHbiit 6anHk. 2011. [DneKTpoHHbII pecypc].
URL: https://documentsl.worldbank.org/curated/en/486391468162275185/pdf/6
44870WPO0ORUSS00B0x0361538BOPUBLICO.pdf

* Tno6anpHast geknapaiius Rewired o mopkmoueHnnu K WHTepHeTY
B MHTepecax obpasoBaHus. [DneKkTpoHHbII pecypc]. URL: https://en.unesco.
org/futuresofeducation/sites/default/files/2022-02/Rewired%20Global %20
Declaration%200n%20Connectivity%20for%20Education.pdf.2021/ (mata
obpamenust: 18.12.2022).

S HaimonasnbHblii mpoekT. «O6pa3oBaHme». [DneKTpoHHbI pecypc]. URL:
https://edu.gov.ru/national-project/ (mata oobpamenus: 18.12.2022).

¢ Ilporpamma «IIpuopurer 2030». [DnekTpoHHbIii pecypc]. URL: https://
priority2030.ru/analytics/ (mata o6pamenusi: 19.12.2022).
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Emre mosiBeka Ha3aj 001leCTBEHHOE pa3BUTHE OIPeesisiyioch Kak
SPOD mup (ot coB Steady -ycroitumBbiii, Predictable —ripemckasyembiit,
Ordinary_-o6brunblii, Definite —ornpenenenHblin)!. B Takom ob6IecTBe
IJIaBHOV 5KOHOMMYECKO¥ OCHOBOJ ObIJIO MacCOBOE OTHOTUITHOE ITPO-
MBILIIJIEHHOE TTPOU3BOMICTBO 6€3 3HAUMTEeTbHbIX TEXHOIOTUUYECKUX U3-
MeHeHu. OHO ObIJIO PACCUMTAHO Ha AJIMTENbHBIN nepuom QyHKIMOHN-
poBaHMs, Tpe60BAIO CTAOMIbHYIO KBATMPUIIMPOBAHHYIO PAO0UYIO CHITY
C IepMaHeHTHbIMY HaBbIKaMy, KOTOPbIe 00ecreunBaanch GopMaabHbI-
MM 06pa30BaTeIbHBIMU MHCTUTYTAMMU, TIe OAVH pa3 MoJyuyeHHOe MPo-
(dbeccroHanbHOE U BbICIIee 06pa3oBaHMe ObLJIO JOCTATOYHO IJIst hop-
MMPOBaHMsI KOMIIeTeHIM1, TpeOyeMbIX JJIs1 TAKOTO IMPOM3BOJCTBA (TaK
Ha3bIBaeMoOe «MHIYCTPUaIbHOE» obpasoBaHue). HGopMalMoHHas
COCTaBJISIIOIIAST STOTO 3Tara pa3BUTHS 001leCTBa MPAKTUUYECKM He OKa-
3bIBajIa BAMSIHME HA 9KOHOMMYecKue mpoiiecchl. O6beM nHbopMalmum,
MCTOJIb3YEMBIN JJi1 aHAIUTUKYU U TIPOTHO3MPOBAHMSI SKOHOMUYECKUX
pe3y/IbTaTOB Ha YPOBHE MUKPO ¥ MaKPO3IKOHOMUKM, ObIT HEOOIbIINM
Y HETIPOTUBOPEUMBBIM. [IpUUMHHO-CIeACTBEHHBIE CBSI3U SIBIE€HUI MOXK-
HO OBLJIO MPOCJIEIUTD, & Pe3y/IbTaThbl JEeCTBMIT MOKHO ObLIO 3arIaHy-
pOBaTh HA BCEX YPOBHSIX 9KOHOMMYECKO CUCTEMBI. B KOpriopaTMBHOM
MeHeI)KMeHTe, OCHOBAHHOM Ha KeCTKOCTU yIpaB/ieHMs, BLIPaOOTKe
CTaHApPTOB, COIJIACOBAHUM CTPATETMUECKOTO U TAKTUYECKOTO yIIpaBJie-
HMSI, ICTIOTb30BaHMe TYYIIMX ITPAKTUK 06ecreunBaio ycrex KOMIaHuu.

YCTOIMUMBOCTD, MIPEACKAa3yeMOCTh, IIPOCTOTA U JIMHEIHOCTb MPO-
11eCCOB B 9KOHOMMYECKOH U COLMaIbHO-TICUX0I0TUYeCcKoii chepe 06-
yoioBuau cyiiectsoBanue SPOD cpepbl BIUIOTH A0 MOC/IefHEN YeTBePTHU
nBanguatoro cronetuss. Ho 70-90-e romgbl ABagIaTOTO CTOJETUS CTaIN
BHOCUTB CBOM KOPPEKTUBBI. VI3MeHeHMsI B MUpe CTaju HapacTaTb Ha-
CTOJIBKO OBICTPO, UTO TPYLHO CTAJIO TMpeaCcKa3bIlBaTh Pe3yabTaThl, MH-
TepIpeTUpOBaTh IPUYMHHO-CIeNCTBEHHBIE CBSI3M MEXY SIBJIEHUSIMU.
MHorue 1iaHbl, MPOeKThbI, pa3paboTKM, MHBECTUIIMY OKa3bIBATMCH IO/,
YIpo30¥i BCIeACTBME Helpeacka3yeMbIX COOBITHI COLMaTIbHO—TIONN-
TUYECKOTO ¥ 9KOHOMMYECKOTO MOPSAKa, MHOTOCTIOXKHOCTY (PaKTOpPOB
6u3HecC — cpelibl, HEIOHMMAaHMSI METOIOB pPearMpoBaHMs Ha PUCKU
u apyrux dakropos. [TosBuics akpouum VUCA-mup. TepmuH 6bUT
BBIIBMHYT B 1985 romy mmupoKo M3BECTHBIMM YUYEHBIMU B TEOPUM JIU-
nepcrBa YoppeHom beHHucom u beprom HaHnycom B KHure «JIupgepsl.

! Imunos P.M. Kom6uHaTtopHbiit MapkeTuur // CoBpeMeHHble Hay4HbIe
uccnenoBanus M mHHOBauym. 2015.— N2 11. [SnexTponHsbiit pecypc]. URL: https://
web.snauka.ru/issues/2015/11/58921/ (mata obpamienus: 18.12.2022).
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CrpaTeruu NpUHSATUS CAMOCTOSITE/IbHBIX pellieHuii»!. YueHble onucanmu
XapaKTepUCTUKY HOBOI Cpefibl KOMITaHU, UCTIONb3Ys TepMIMHbI Volatile
(BonmotunbHbINM), Uncertain (HeompemeneHHbIi), Complex (CI0KHbIN),
Ambiguos (HeomHO3HauHbli1). Bnocnencrsum Bo6om MloxaHceHoM 6b11a
npenjoXkeHa MOZe/b MOBeAeHMs, MPOTUBOLENCTBYIONIAs BbI30BAM
VUCA —-Mmupa no 4yeTbipem HampabiaeHusMm. OHa Moay4ynia Ha3BaHMe
VUCA - Prime, o6pa3oBanHast oT c¢jioB Vision-Buaenne, Understanding-
noummanme, Clarity-sicHocts u Agility-rubrocTn?.

VUCA-3TO 6osbllle, yeM MOAHOe ca0BO, muireT skcrept VUCA
B. I'msiizep. 9To crroco6 MBIIIIEHMS U TTOAX0a K PeIIeHuIo Ipobiem
Halero uudpoBOro 1 IMHAMMUYHOTO Mupas.

IMonumanue Mep pearmpoBanus B KoHilerite VUCA -Prime, B yciio-
BUSIX PACTYIIUX PUCKOB CETOAHSIIIHETO MUpa, O13HeC — CpeJibl IPUBEJIO
K He0OXOIMMOCTH pa3pabaThiBaTh KOHKPETHbIE MepPbl TPOTUBOIET -
CTBUS yrpo3aM. BeipaboTKa Takux Mep MPOTUBOIENCTBYS, B IIEPBYIO
ouepeib, KOMIIAHUSIMU, TTOCTABUJIO BOIIPOC O TPeOOBAHUSIX K COTPY/I -
HMKaM ¥ HeOOXOOMMbIX MM HaBbIKAM.

Taxk, corjacHo KOHIIEINTY 60jIee YeTKOe «BUIeHMe» OyayIIero KoMra-
HUM TpebGyeT OT yIpaBJisiolieii KOMaH bl HABIKOB ITPOEKTHOT'O MbIIII-
JIeHUsI, YMEeHMSI MOJIe/INPOBATh, CTPOUTh MHOTOBapUaHTHbIE CLIeHAPUNA.

«[ToHMMaHMe» OCHOBAHO HAa YMeHUM UAeHTUDUIMPOBATH HaKTOPbI
BHeIIIHel ¥ BHYTpeHHel cpelbl GYHKIIMOHMPOBAHNSI KOMITAaHUM, Tpe-
6ys1 OT COTPYOHMKOB HABBIKOB CMCTEMHOTO MBIIIIJIEHUST, AaHATUTUYECKUX
CITOCOOHOCTEN, CTPYKTYPUPOBAHMS U TIP. «SICHOCTB» TPeOYyeT, BIageHus
MeTomaMu yIpaBiaeHus nHpopMauyeiir. ['MOKOCTb CBSI3aHa C agarTUB-
HOCTbIO, TOTOBHOCTBIO K M3MEHEHUIO ¥ pUCcKaM, yMeHeM paboTaTb
B YCIOBMSIX MHOT03aJauHOCTY (MYJBTUCKUIIVHT) U T.[I.

Anekcanap Mapucos, ynpaBiasolunii napTHep Strategy Partners
Ha3bIBaeT CaMbIMM BOCTPeOOBAHHBIMY CETOHS TTPOodeCcCOHaTbHBIMMU
HaBbIKaMM KPUTUUECKOE MbIIIIEHEe ¥ CITIOCOOHOCTD K aHA/IN3Y; YMeHe

! Auna KupukoBa. «VUCA u BANI: BoceMb G6YKB, OOBSICHSIOUIMX MUDP».
[SnexTponHsIit pecypc]. [logpobHee Ha PBK: https:// trends.rbe.ru/trends/futurology/
62866fde9a794701a4c38ae4. O6HoBAeHO 15.12.2022/ (maTa obpaienusi: 18.12.2022).

2 Dr David Hillson FIRM, Hon FAPM, PMI Fellow. «VrpaBienue puckamu 1o
mopenu VUCA —Prime». [9nekrpoHHbIi pecypc]. URL: https://risk-doctor.com/wp-
content/uploads/2020/05/112R-Managing-risk-with-VUCA-Prime-DH.pdf®eBpasnb
2017/ (naTta obpamienus: 15.12.2022).

3 Iur.mo: URL: https://www.vuca-world.org. [9nekTpoHHbIi1 pecypc] (maTta
obpamiennst: 12.12.2022).
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pemathb mpobsembl (Problem-solving); HaBbIKM caMOOpraHM3aIum;
CITOCOOHOCTDH K aKTMBHOMY OOYUEHMUIO; MCUXOTOTUYECKYIO YCTONUM-
BOCTb, CTPECCOYCTONYMBOCTD M TMOKOCTh . B yC/IOBMSIX HEOTIpEeIe/IeHHO-
CTU, BO3paCTaHMs CIOKHOCTH, 3aKiaouaeT A.I' ACMOJIOB, MObeauTeISIMU
OKaXXYTCSI T€, KTO «TOTOB K M3MEHEHUIO U3MEeHEeHUi»2,

[TaHaeMUITHBII IIOK, T€OTIOIUTINYECKIE YTPO3bl, 5KOHOMUUECKHE,
9KOJIOTMYECKYE U COIMabHbIe KPU3MUCHI elrfe 6osee ycyryomim Typoy-
JIEHTHOCTb ITPOUCXOISIINX M3MEHEHMIA, CYIIIeCTBEHHO BJIMSISI HA PIHOK
Tpyaa. [laHgemus, B YaCTHOCTH, YCKOPWIIA TTlepexo/1 Ha AUCTAHIIMOHHYTO
pabory, inbpoByIo TpaHCchOpMAaINI0, aBBTOMATMU3ALNIO 613HEeC-TIPOILieC-
COB, BbI3bIBas HEOOXOIMMOCTD YCUIUTb BHMMAaHME K ITPOTHO3MPOBAHMIO
OyIyIIMX M3MEeHEHUIA.

Taxk, cormacHO pacueTam BceMupHOro sKoOHOMMYECKOro dopyma
oSt po6OTU3AIIMY B KOMIIAHUSIX yBemuuTcs ¢ 33% B 2020 romy mo
47% B 2025 romy. BatemerBue poboTHU3aIMyM TPOTHO3UPYETCS COKpa-
1eHue 85 MJIH. pabOTHMKOB, B OCHOBHOM HM3KO U CpeIHEeKBaIUPULI-
POBAaHHBIX. BceMMpHbBIi 9KOHOMUYECKNH (POPYM OKMIAET IOSIBIEHME
B 2025 rogy 12 MJTH. HOBBIX PabouyMx MeCT, TJIaBHBIM 00pPa30M CBSI3aH-
HBIX C HU@poBbIMU Hpodeccusimu. CIIpoc BbIpACTeT Ha CIIELMAINCTOB
110 1UdPoBOI TpaHCcHOpMaLM, AHATUTUKOB II0 00pabOTKe JaHHbIX,
Pa3paboTUMKOB IIPOrPaMMHOTO OOecIieueHus U IPUIOKEeHUI, CIIeL-
aJIMCTOB MO MCKYCCTBEHHOMY MHTEJIJIEKTY, OOJIAUHBIM TEXHOIOTUSIM,
Knbepbe3ornacHoOCTH U T.A. [IJist 3TOTO moTpedyeTcst mepeobyunTsb 50%
KaZpoBoro coctaBa K 2025 rogy. B moknage Ha3BaHbI TOI-19 HaBBIKOB,
TpebyeMbIx K 2025 romy, CBSI3aHHBIX C YMEHMEM pellaTh MPo06IeMbl,
caMoyTpaBeHreM, paboTo¥i C JIIOIbMMU U C UCITOTb30BAHMEM U Pa3BU-
THEeM TexXHOJoTui. HazBaHbl camMmble BOCTpeOOBaHHbIE HABbIKMU, CpeIy
KOTOPBIX aHAJUTUYECKOe MBIIIeHe, CaMOOOyUeHe, yMeHMe apry-
MEHTUPOBATh, KPUTUYECKOE MbIILJIEHIE, KPeaTUBHOCTb, MHUIIMATUB-
HOCTb, TMOKOCTh, CTPECCOYCTONIMBOCTD U IIp°.

! UnpucoB AnekcaHap. He Tonpko manmemusi. YTo MeHsieT PbIHOK Tpyaa.
[OnexTponubIit pecypc]. URL: https://spb.hh.ru/article/28899/ (maTa ob6parieHus:
12.12.2022).

2 AcmonioB AnekcaHzap. Mupbl M cMbICIbl Anekcanmpa AcmosnoBa. 2016.
[OnexTponHbIit pecypc]. URL: https://asmolovpsy.ru/2022/10/20/identifikacziya-
varvara/ (mata ob6paruennsi: 12.12.2022).

3 The Future of Jobs Report 2020 OCTOBER2020Chapter 2 Forecasts for Labour

Market Evolution in 2020-2025. [9nektponHsIi pecypc]. URL: https:/www3.weforum.
org/docs/WEF_Future of Jobs_2020.pdf. C. 29/ (maTa o6pamenus: 18.12.2022).
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[Tangemus Takke BbISIBUIA TTOTPEOHOCTH B COIMA/IbHBIX HaBbIKAX:
SMOIMOHA/IbHOM MHTeJIJIeKTe, SMIIaTUM, YMEHUM BeCTU TeperoBOphI,
KJIMEeHTOOPUEHTUPOBAHHOCTHU, TOOPOCOBECTHOCTH, pedIeKCHu U Ip.
CornmacHo ucciemoBanuio Coursera, OMHOMY U3 BAMSITETbHBIX UC-
TOYHMKOB aHa/IM3a U IIPOrHo3a KomrteTeHIumii 3a 2021 rox Global Skills,
Poccust BXogUT B MepBYIO AECSITKY CTpaH MUpa, 3aHsIB 9 CTPOUKY, IO
YPOBHIO HAaBBIKOB B cepe OM3Heca, TexHojaoruit u Data Science'.
B mepeuenb Hamboiee aKTyaJbHBIX COIJIACHO mokiaamy Coursera
BOIIUIM CJIeyIOIIVie HaBbIKMU:
o TexHonozuueckue Hasviku (Technology Skills). CBSI3aHBI ¢ 00CTy-
>KMBaHMEM KOMITbIOTEPHBIX CHCTEM U IPOrPaMMHBIM Obecrieye-
HyeM. Cpenyt OCHOBHBIX HaBbIKOB:

e (OG6mnauHble BbIUMCAeHMS, IHTepHET Belleii (1711 CO3IaHusI Tejle-
KOMMYHUKALIMOHHOV CeTH);

o KwubepbeszonacHocTb, Kpunrorpadus(mis obecriedennst mHdop-
MAallMOHHO 6€3011acHOCTM);

e Angular, HTML u CSS (n1s1 Be6-pa3paboTKn);

e JavaScript, Java(ipy KOMITbIOTEPHOM ITPOTPAaMMMPOBAHUN);

» Android-pa3pa6oTtka,iOS-pa3paboTka (IIpu CO3TaHUMU MOOUIIb-

HBIX TIPUJIOSKEHUTA [1J1S1 TOPTATUBHBIX YCTPOICTB) U JIP.

Ienosvie Hasviku (Business Skills);

e Aynut, ®MHAHCOBBIN yUeT (/i1 obecIieueHMs yueTa 1 repegaun

dbuHaHCOBO MHGOPMALINN;

o  (duHAHCOBBIN aHAMM3, BiokueiiH (17151 3¢ GeKTUBHOTO pacIpee-

JIeHUSI MHBECTUIINIA B YCIOBUSIX HEOTIpeelIeHHOCTH);

e VYmpaBiieHue repcoHaaom, busHec-aHanuTuKa (4151 IOCTPOEHUS
CUCTeMbI MEHEeKMEHTA);

e IIudpoBoit MapKeTUHT, TPOAAKT-TIJIEICMEHT (IJIsI BBICTpauBa-
HMSI OTHOIIIEHUT C KJIMeHTaMM);

e ApmanTuBHOCTb, IHHOBaIMM (IJis IPOEKTUPOBAHMS U 3amTycKa
HOBOro 6m3Heca). Hasviku obpabomku dauubix (Data Science
Skills);

» ob6maunbie API, Hadoop st coBepieHust oneparuii ¢ Big Data.,
B T.U. COCTaBJIEHMSI OTUETOB, aHA/IM3a U IIOCTPOEHUSI MOZelei;

! Yepenanosa Onus, MupornoBa Mapus. Torm KOMIETEHIINA POCCUIICKUX
crrernanucToB PesynmbraThl mccaemoBanHmust Coursera Global Skills Report
2021. [OnexktpoHHbIii pecypc]. Forbes Education [nekTponHsiit pecypc]. URL:
https://education.forbes.ru/authors/coursera-issledovanie-kompetentsii/ (mata
obpamiennst: 18.12.2022).
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e Python R. (my1s1 craTucTMUeCKOTO IMIPOrpaMMUPOBaAHMUS);

e MHorosagauHoe obydyeHue, IITyoMHHOe 00yueHMe(B MallMHHOM

oby4yeHum);

e MaremaTuueckasi Perpeccusi, A/B-TecTupoBaHue aHaiIn3a, MH-

TepripeTaluuy U mpe3eHTaluy JaHHbIX;
e Tableau, I'paduka, (1151 MHTEPAKTUBHOM BU3yaaM3aLUN TaH-
HbIX) .

YckopeHue TeXHOIOTMYeCKOro pa3BuTHs, udposas TpaHchopma-
1M1 5KOHOMMKM, HapacTaHMe YIPO3 COBPeMeHHOI0 My1pa, ycyryoneHue
HeollpeieJIeHHOCTY OYIyIlero BbI3bIBaeT HEOOXOAMMOCTb YCKOPEHHOTO
dbopMupoBaHMs HaBbIKOB, COOTBETCTBYIOIIMX HOBBIM 3ajauaM oOIe-
CTBEHHOTO Pa3BUTHS. DTO, B CBOIO OUYepellb, BO MHOTOM 3aBUCUT OT
yCIenrHoCTY 06pa3oBaTenbHO MOAUTUKN. @opcaiiT 06pa3oBaTebHbIe
rmpoekTsl 2030 1 HalleJIeHbl Ha pa3spaboTKy KOHIEMIIUY Oyayliero oo-
pa3oBaHMsl, TTOKa ellle JMCKYCCMOHHO, TPeOYIOT MOCTOSTHHOTO MOHUTO-
pPMHTA YYeOHBIX IIPOrPAMM, C ILIeJTI0 X ITOCTOSTHHOTO OOHOBJIEHUS, Tpe-
Oy10T GopMMPOBAHMS IKOCUCTEMHOTIO ITOAX0AA B MU3MEHEHUM YUeOHOI
Cpe[bl C BKIOUYEHEeM HOBBIX yUaCTHMKOB 00pa30BaHMsI.

AKTyabHBIM CETOHSI CTAHOBUTCS YKpeIUleHMe MapTHePCTBA MeKAY
00pa3oBaTeIbHBIMIU YUPEXKIEHUSIMM, TOCYAAPCTBEHHBIMU TTPEATIPUSI -
TUSIMYM, HEKOMMepUYeCKMMM opraHu3auusiMmu, 6usHecom, iHuimaTsa
TaKOTO COTPYAHMUECTBA MCXOAUT KaK OT CaMUX KOMITaHWIA, Tak 1 OT 00-
pa3oBaTeNbHBIX YUpesKIeHMi, 00pa3yst pasHbie GopMaThl TAKOTO CO-
TpyaHMYecTBa. [IpMMepbl YCIIeIIHOTO MapTHePCTBA JeMOHCTPUPYIOT
Y MIHUIIMATUBbBI 00pa30BaTeIbHbIX YUPEKIeHMI BbICIIEr0 00pa30BaHMsI.

Tak, HarpuMep, [a31TpoM KOpIOpaTUBHbIN YHUBEPCUTET pa3BUBaET
MpoeKT «JIura By30B», yCTAHOBUB CTpaTernyeckoe mapTHEpPCTBO ¢ 29
By3amu 13 14 perronoB Poccun. KomnaHus Takke vMeeT 6a30Bbie Ka-
denpsrl B Begymux By3ax CaHkT-Iletepoypra (MTMO, CII6I'Y, CIIGITY
U OP.), TOe Ha CeTOMHSIIHNI IeHb OTKPBITHI 29 MarucTepcKux MporpaMm.

C 2019 roma ITAO «'asmpom HedTh» MIPOBOAUT KOHPEepeHIIo «Mbl
B OymyIeM» ¢ yuacTyem OOJIBIIOro YMcia By30B, «CKOIKOBO», IIIKOJIbI
21 Cbepa, TeEXHOIOTUYECKUX KOMIaHM, GOpMUPYsI, TAKMM 00pasom,
CUCTEMY, IPU3BAHHYI0 BHEIPSTh MHHOBAI[MOHHbBIE MTOAXOIbI B 00pa30-
BAHMM C 1eJTbI0 PA3BUTHSI HOBBIX aKTya/IbHBIX HABBIKOB BbIITYCKHMUKOB.

! Coursera Global Skills Report 2022: who leads the world. [DneKTpOHHbII
pecypc]. URL: https://ain.capital/2022/06/16/coursera-global-skills-report-2022-
who-leads-the-world/ (maTa obpamienus: 18.12.2022).
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AKTMBHO pa3BUBAIOTCSI KOPTIOPATUBHBIM MHCTUTYTOM HOBBIE TIPOEKTBI
B 006;1acTV 06y4YeHMsI ITepcoHasa KoMrauum «I'a3rmpom HeThb».

Taxoke Ipu noAAepskke KOMITaHui QYyHKIIMOHUPYIOT 14 HAy4HO-006-
pa3oBaTeIbHBIX J1A60paTOPMit, BRITIONHSIIOMNX HAYYHO — MCC/IeIoBa-
TeIbCKYe 3aKa3bl 11 6M3Heca'.

3HauMTeNbHbIe YCuaus npukinaasiBaer CaHKT-IlerepOyprckuii ITo-
nuTexHmnuyeckuit yuusepcuret [letpa Benmkoro (CII6ITY) B 06HOBIEHUM
obpasoBaTenbHbIX TTporpaMM. CeromHs yke AeicTBYIOT 6osee uem 20
MHKeHEePHBIX TTpOrpamMm no Mmarucrparype. CyliieCTBeHHbI yCIIexu By3a
B 00J1aCTM HOBBIX pa3pabOTOK B TAKMX 0OIACTSIX, KaK OMOTEXHOIOTUM,
MUKPOS3JEKTPOHNKA, CEHCOPUKA, oTeuecTBeHHOe [10, MeguiiMHCcKne
TeCT-CUCTEMbI, TPOMBIIIUIEHHBIN AM3aitH U ap. B o61ieit cymme yHU-
BEpPCUTET y4aCTBYEeT COBMECTHO C KOMITAHUSIMM, B UMCIIe KOTOPBIX «Po-
caToM», «['asmpom HeTH» 1 «PocTerekom», B 150 mpoekTax?.

Heob6xogMmMocTh OCBOEHMSI BasKHBIX KOMITETEHIMIT 1 (OpMUPOBA-
HMSI MBILIUIEHYSI, IeKBATHOTO 3aIpocaM O0IIecTBa B IBAAIIATh IEPBOM
BeKe, BJIEKYT He0OXOIMMOCTh TpaHChOPMAIMM MHOTMX KOMIIOHEHTOB
06pa3oBaTeIbHON CUCTEMbI B KAUECTBE OTBETA HA BHI3OBBI ITOCTOSTHHO
M3MEHSIONIMXCS (aKTOPOB 9KOHOMMUUECKO, COIMATbHO, SKOIOTnYe-
CKOJ4, KyJIbTYPHO# cpebl. I KOHeUHO, B 00CYKIeHM HOpMUPOBAHMS
HOBBIX 3JIEMEHTOB 00pa30BaTEIbHON CUCTEMBbI JOKHBI YI4aCTBOBATh
BCe 3aMHTepeCOBaHHbIE JINIIA, HE TOJIBKO 00pa3oBaTebHbIe OPTaHM3a-
LY, IeJIOBbIe KPYTY U MMPABUTEIBCTBO, HO U TPakIaHCKOe 0OIIeCTBO
C aKTUBHBIM TIpUBJIEYEHMEM MOIOIEXKN.
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ECONOMIC CONTENT OF WOMEN'’S ENTREPRENEURSHIP

From the point of view of the organization of production and labor
processes, small business implies freedom and independence of actions,
the employee’s interest in the results of his work, more flexible working
conditions, efficiency of decisions made, the absence of complicated
management structures, but at the same time the intensity of employees
‘work increases. Small business is distinguished by the peculiarity of the
socio-psychological climate that develops in the company’s team, while
creating the best opportunities for combining personal and collective
interests, there is the least risk of conflict situations.

With regard to the social adaptation of the population to a market
economy, small business provides a person with considerable freedom
of action, the opportunity to express themselves and earn income, but
this form of employment is more characterized by the risk and uncer-
tainty of the future position of the individual, weak social protection of
both entrepreneurs and employees of small enterprises. To this is added
a specific problem - the security of entrepreneurs and their property'.

In the political sphere, small businesses do not have the same oppor-
tunities as large capital for lobbying their interests in the highest echelons
of power. This is one of the important reasons why small businesses need
constant and effective support from the state and public organizations.

So, the concept of entrepreneurship as a form of employment has
been clarified in terms of its role in the system of social relations, tak-
ing into account the opportunities provided for self-realization and

! Andriuta X., Kartasova J. Female entrepreneurship patterns: a theoretical
comparative study. Verslo sistemos ir ekonomika business systems and economics, -
3(2).2013.- P. 187-195. DOI: 10.13165/VSE-13-3-2-05.
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self-affirmation of the individual as a person. Small business performs
economic and social functions in the modern economy, the content of
which was defined by us in this paragraph.

Entrepreneurship is a kind of elite form of employment, which im-
poses a whole range of special requirements on the subject. At the same
time, it is somewhat contradictory. Taking into account the above, we be-
lieve that the use of entrepreneurship as a form of employment for certain
categories of the population and in certain areas of production should be
carried out taking into account the need to minimize possible contradic-
tions in order to increase the stability of the chosen form of employment.

The greatest contribution to the theory of entrepreneurship was
made by A. Smith and J.B. Say. A. Smith understood the term “entre-
preneur” as an owner who takes an economic risk in order to imple-
ment a commercial idea and make a profit. He himself plans, organizes
production, disposes of its results.

J.B. Say wrote that the functions of an entrepreneur include a com-
bination of factors of production (capital and labor), collecting informa-
tion and accumulating the necessary experience, which can be used in
certain situations with insufficient information, decision-making and
organization of the production process!.

J. Schumpeter called entrepreneurship a special economic factor in
addition to the three well - known ones-capital, labor, and land. In his
opinion, entrepreneurship has a dual function. First, it is the power that
combines resources in new, unique, innovative combinations. Secondly,
it is the driving force of reorganizations and social changes made on the
basis of special knowledge, intuition, and other qualities of the bearers
of entrepreneurial properties. The entrepreneurial process of business
regeneration and renewal. Schumpeter calls it “creative destruction,”
a destruction without which nothing new can be created. Although in
everyday life it is customary to call all those who are engaged in business
as entrepreneurs, not everyone who is engaged in it can be an entrepre-
neur. They are only those business people whose behavior in the market
is characterized by a searchable creative nature.

Three aspects of entrepreneurship:

- Entrepreneurship as an economic category. The central problem
here is the identification of subjects and objects. Business entities can

! Global entrepreneurship monitor. Global report 2017/18.- Global
Entrepreneurship Research Association (GERA), 2018.— 154 p. ISBN-13: 978-1-
939242-10-5
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be private individuals, a collective, and the state. Thus, in a market
economy, there is private, collective and state entrepreneurship. The
object of entrepreneurship is the most effective combination of factors
of production in order to maximize income;

- Entrepreneurship as a method of management. Defines an entre-
preneur as an independent and independent business entity, responsible
for decisions made, their consequences and associated risks, and a focus
on achieving success;

— Entrepreneurship as a type of economic thinking. It is charac-
terized by a combination of original views and approach to decision-
making. The central role here is played by the personality of the entre-
preneur.

Models of entrepreneurial behavior:

— the classical model-consists in the fact that the entrepreneur
seeks to organize his activities with maximum efficiency from the re-
sources at his disposal;

- innovative model-it uses not only its own resources, but also ex-
ternal ones, which makes it possible to choose the most profitable op-
tions for developing its own entrepreneurship.

Thus, entrepreneurship is a special type of creative activity associ-
ated with unlimited initiative and reasonable risk and, as a professional
activity, is the most effective incentive for high-performance work, profit
and, ultimately, better satisfaction of personal and social needs'.

The high level of employment of women over the years has contrib-
uted to the formation of a special quality of the female labor force, for
which professional work has become an integral feature. The society
has developed a certain stereotype of the idea of women’s professional
employment as a mandatory and permanent process, the discontinu-
ity of which is due to the performance of the reproductive function.
Women’s need for jobs was stimulated both by economic conditions
(paid work is a means of maintaining a certain level of family income)
and by non-economic methods (ideological, legal, psychological). The
extensive and costly management mechanism and the concept of cheap
labor supported a high level of employment for women. Thus, the high

! Pines A.M., Lerner M., Schwartz D. Gender differences in entrepreneurship:
Equality, diversity and inclusion in times of global crisis. Equality, Diversity
and Inclusion: An International Journal,— 29(2). 2010.—- P. 186-198. DOI:
10.1108/02610151011024493.
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employment rates of Soviet women are explained by economic necessity,
and not by their desire to gain real economic independence!.

Ensuring women’s employment is greatly influenced by the so-called
inter-gender division of labor, that is, the time-based and traditional
assignment of certain types of work to men and women. “Female” pro-
fessions were formed by bringing traditional female occupations within
the family to the macro level. The division of professions into “male”
and “female” is artificially created, but it is justified in any society. There
are various explanations for this.

Some foreign scientists, such as J.B. Agassi, L.D. Barnett, K. Bird,
M.S. Gibbs, and D.H. Hatelman, believe that the qualities of female em-
ployees should be a continuation of traditional female characteristics?.
It is believed that a woman, due to her natural inclinations, which are in
no way connected with social reasons, tends to choose such professions
that are, as it were, a continuation of her household duties. Typical ex-
amples are given: a nanny, a nurse, a kindergarten teacher, or a teacher.
Some experts point out that “the woman herself can’t think clearly, but
she’s great in supporting roles...”.

Indeed, there are professions and types of work that women gener-
ally do better than men, and vice versa. So, professions that involve
significant physical effort are more suitable for men. However, we can-
not agree with the conclusions about the degree of expression of mental
qualities of character of men and women, their decisive influence on the
success of professional activity?>.

It can be concluded that the situation in the field of employment at
the present stage is not in favor of women. The main parameters and
trends that characterize the peculiarities of women’s employment rela-
tions include:

! Global entrepreneurship monitor. Global report 2017/18.- Global
Entrepreneurship Research Association (GERA), 2018.— 154 p. ISBN-13: 978-1-
939242-10-5

2 Meunier F., Krylova Y., Ramalho R. Women’s entrepreneurship: how to
measure the gap between new female and male entrepreneurs? Policy Research
Working Paper 8242, 2017. [9nekrpounnsiit pecypc]. URL: http://www.doingbusiness.
org/content/dam/doingBusiness/media/Special.

3 Meunier F., Krylova Y., Ramalho R. Women’s entrepreneurship: how to
measure the gap between new female and male entrepreneurs? Policy Research
Working Paper 8242, 2017. [9nektpounnsiit pecypc]. URL: http://www.doingbusiness.
org/content/dam/doingBusiness/media/Special.
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- the specifics of the social group of women, the female labor force,
which has social, psychological and psychophysiological features associ-
ated with the unique social role of women and their functions;

- dual employment of women related to the performance of a social
role, maternal function and participation in labor activities;

- the need for paid employment of women in connection with main-
taining an acceptable standard of living for the family, the current stage
of socio-economic development of society, established traditions and
stereotypes in the perception of the role and place of women in society,
and the interests of women themselves;

- problems of gender-based occupational segregation, which con-
tributes to the concentration of women in low-paid professions and
industries, leading to discrimination against women in employment and
in the labor market, as well as disproportions in the level of remunera-
tion for women and men, and career opportunities.

Thus, in our opinion, one of the ways to solve the problems of wom-
en’s employment is to develop socially-oriented entrepreneurship and
attract women to small businesses.
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WORKFORCE PLANNING FOR THE NEW GENERATION

Abstract. The pandemic accelerated many workplace dynamics,
including heightened connectivity, shifting workforce demographics,
and growing demand for equity. The future of work is flexible, inclu-
sive, and connected, and employees are demanding work environ-
ments that foster the ability to work together across locations and
time zones. All as above, combined with uncertain macroeconomic
conditions devised to new workforce planning which suits to future
challenges.

Workforce planning is a core HR process through which HR is in-
volved in building the strategic plan for the future of the business. HR
practitioners appear to recognize the importance of workforce planning
in principle, but for many there is a ‘knowing-doing’ gap. This gap is
wider in now days due to significant global changes, facing the 4™ Indus-
trial Revolution “Digital Age”. So, new strategy, different mindset, work
dynamic, contemporary culture and future proof HR skills are asked to
be developed.

Generation Z is the generation born from mid-1990s to early 2010s,
where the exact dates vary depending on the chosen author, but most
commonly is the 1995-2010. Gen Z is known to be the first true “digital
native” generation (Lanier 2017)!, as they have been born and have been
grown in a digital and technological environment, learning how to use
technology, and interacting in social networks since the very young age,
and even tend to be seen as addicted to technology. The members of

! Lanier, 2017.
31



Section 4. Economics and management

» <«

this generation have also been called “Gen Zers,
“iGen” (Magano et al., 2020)".

The paper act as advisor for people engaged in organizational strat-
egy, talent management and learning and development professionals,
Human Resources Business Partners to develop workforce planning
processes.

Keywords: workforce planning, strategy, skills, HR.

post-Millennials,” or

1. Introduction

A significant number of Generation Z cohort will be part of multi-
generation workforce in 2020, therefore, to shape the future in all point
we need to invest efforts especially in strategic planning.

Following to that, one of the challenges facing is planning work-
force for “silver tsunami, also known as the “gray wave,” has been at-
tributed to Maples (2002)?, and it speaks to the rapidly growing senior
population and the exit of the Baby Boomer generation from the work-
force due to retirement.

The actual younger workforce is Millennials waiting for the future
Generation Gen Z. Generally, the birth range of Generation Z cohort
members (Gen Zers) falls between 1995-2010 (Seemiller & Grace, 2016).
The current Gen Z workforce composition is between 5-10% (Desjar-
dins, 2019). Research shows that an increasing number of Gen Z mem-
bers who have just completed their education will be entering the labor
force in a year or two (Desjardins, 2019; Dool, 2019)°.

Therefore, workforce planning can be seen to enable sustainable
performance by providing the basis for better decision-making about
the future needs of the business in terms of its human capital. Planning
to ensure you have the people resources in place, in the right place,
with the right skills, on the right time to deliver the short- and long-
term objectives of the organization is frequent challenges of Human
Resources community.

! Magano et al., 2020; Maria Dolores Benitez-Marquez, Eva Maria Sanchez-
Teba, Guillermo Bermudez-Gonzélez, Emma Sofia Nunez-Rydman, Feb 2022.
“Generation Z Within the Workforce and in the Workplace: A Bibliometric
Analysis”.

2 Maples (2002); Nana Amma Acheampong. DBA, 2019: “Recruiting and
Retaining Generation Z Into Public Sector Organizations: A Systematic Review”.

3 Desjardins, 2019; Nana Amma Acheampong. DBA, 2019: “Recruiting and
Retaining Generation Z Into Public Sector Organizations: A Systematic Review”.
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2. Methodology

The purpose of this study is to collect and analyze various theoreti-
cal and empirical studies related to the future Generation that effect
workforce planning in view of Human Resources Strategy.

The analysis revealed of the study on Gen Z is in a time frame of
11 years (2009 to 2017). Starting from 2018 this topic started to attract
higher attention. Goh has written four articles and received 168 cita-
tions among all his works. In addition, the journals with most impact
are the International Journal of Hospitality Management, the Journal
of Competitiveness etc.

There is a slow but sustained growth of research on the topic. This
suggests a weakly increasing interest of researchers in the field, and a
broad margin for future development.

Limitations of the study are in time and access to information. This
is a relatively new and future topic. Many studies are being conducted
to find the most efficient way possible. Companies that have embraced
this spirit are still in their beginnings. Detailed analysis requires a lot
of empirical studies, time, and access to detailed information.

Belonging to a generational cohort does not mean all members of the
cohort share similar life experiences. Demographic factors such as race,
education, and socioeconomic status of generational cohort members
can impact their work values and reward preferences

(Crumpacker & Crumpacker, 2007)1.

3. Analysis

3.1. New concept for workforce planning

For many years, the HR literature has argued that workforce plan-
ning is a key concept of people management and development. It links
business strategy with people management. It also has been argued that
it might be seen as a starting point for people management as it looks
to define the labor force required now and, in the future, to deliver the
products and services due to customer’s demand.

Now days the concept of workforce planning has progressed using
“resource planning” or “manpower planning”. The importance of “man”
or “human capital” is essential. Who is the future workforce “man” that
guides the strategic planning?

! Crumpacker & Crumpacker, 2007.
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According to Deloitte (2017)!, generation Z will make up over 20%
of the workforce in the next four years, representing a considerable por-
tion of the labor market. The entry of this generation to the workforce
is accompanied by the retirement of Baby Boomers, possibly resulting
in a huge shift in work culture and environment (Solnet et al., 2016)2.

The generation individuals belong to shape their attitudes and be-
haviors and drive them workplace motivations (Ellin, 2014)3. Accord-
ingly, empirical literature makes the case that the motivational value
of rewards as part of talent management efforts may not be the same
for all generations because each generation possesses unique work val-
ues and workplace preferences (Eversole, Venneberg, & Crowder, 2012;
Reeves, 2010)%.

The empirical literature lacks consensus about Gen Z’s characteris-
tics and work values. This is a generation that is raised with exploring
in internet, technology friendly. Deloitte (2017)° also found that gen-
eration Z is ready to work hard but expect to move up quickly in their
career. 8 They desire independence, globalized working, assurance for
their future and seek happiness at the workplace.

3.2. Factors that drive the workforce planning for Gen Z

Most organizational leaders lack understanding about how to recruit
and retain this emerging workforce owing to the confusion about their
characteristics, work values, and preferences (Maioli, 2017; Stuckey,
2016)¢.

This generation cohort has been surrounded by a global financial cri-
sis, times of terrorism, political uncertainty, and an almost irreversible cli-

! Deloitte Insight, 2017. “Generation Z enters the workforce Generational and
technological challenges in entry-level jobs”.

2 Edmund Goha, Cindy Leeb. International Journal of Hospitality Management,
2018. “A workforce to be reckoned with: The emerging pivotal Generation Z
hospitality workforce”.

* International Journal of Business and Social Science, February 2014. Fahimeh
Babaei Nivlouei: “Electronic Human Resource Management System: The Main
Element in Capacitating Globalization Paradigm”.

* June 2010 Reference: 5219 Chartered Institute of Personnel and Development
2010. “Workforce planning Right people, right time, right skills”; Eversole, Venneberg,
& Crowder, 2012; Reeves, 2010.

5 Deloitte Insight, 2017. “Generation Z enters the workforce Generational and
technological challenges in entry-level jobs”.

¢ Maioli, 2017; Stuckey, 2016.
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mate crisis. At the same time, Gen Z has lived in an increasingly globalized
world, with the ease of a same currency around the EU and free mobility
through its member states in the case of Europe. All these factors have
influenced how Gen Z has forged their personality, their vision, and has
made them highly adaptable to the global world (Magano et al., 2020)".

Research shows that employees’ work values shape workplace prefer-
ences and even positively impact organizational commitment (Twenge,
Campbell, Hoffman, & Lance, 2010)2. The expectation is that life experi-
ences, social and cultural experiences, and values may shape the work
values and work preferences of Generation Z cohort members (Strauss,
& Howe, 1991)3.

As its main characteristics, Gen Zers are defined as highly ambi-
tious and self-confident (Pataki-Bitté and Kapusy, 2021). At the same
time, they are said to be realistic and accept whatever is given (Scholz,
2019). Gen Z is entrepreneurial (Magano et al., 2020)*, even more than
Generation Y (Lanier, 2017)°. This generation seems to be motivated by
finding their dream job and opportunities to expand their skills (Magano
et al., 2020)¢, leading to believe they will switch jobs more frequently
than other generations before them, and if they do not like something,
they are ready to change immediately (Csiszarik-Kocsir and Garia-Fodor,
2018). Other motivation drivers for this cohort are roots on advancement
opportunities, increased salary, a meaningful work, and a good team
(PR Newswire, 2014; Csiszarik-Kocsir and Garia-Fodor, 2018)".

! Magano et al., 2020; Maria Dolores Benitez-Marquez, Eva Maria Sanchez-Teba,
Guillermo Bermudez-Gonzalez, Emma Sofia Nunez-Rydman, Feb 2022. “Generation
Z Within the Workforce and in the Workplace: A Bibliometric Analysis”.

2 Nana Amma Acheampong. DBA, 2019: “Recruiting and Retaining Generation
Z Into Public Sector Organizations: A Systematic Review”.

3 Ibid.

* Magano et al., 2020; Maria Dolores Benitez-Marquez, Eva Maria Sdnchez-Teba,
Guillermo Bermudez-Gonzalez, Emma Sofia Nunez-Rydman, Feb 2022. “Generation
Z Within the Workforce and in the Workplace: A Bibliometric Analysis”.

S Lanier, 2017.

¢ Magano et al., 2020; Maria Dolores Benitez-Méarquez, Eva Maria Sdnchez-Teba,
Guillermo Bermudez-Gonzalez, Emma Sofia Nunez-Rydman, Feb 2022. “Generation
Z Within the Workforce and in the Workplace: A Bibliometric Analysis”.

7 Maria Dolores Benitez-Marquez, Eva Maria Sanchez-Teba, Guillermo
Bermudez-Gonzalez, Emma Sofia Nunez-Rydman, Feb 2022. “Generation Z Within
the Workforce and in the Workplace: A Bibliometric Analysis”.
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Generation Z changes from other generations in many aspects such
as expectations, education, work ethics, culture, behaviors, work-life
balance, raised intellectual curiosity, creating the risk of skill gaps when
they enter in the workforce.

There are internal and external factor which influence in developing
new skills to meet requirements in the future.

Internal qualitative and quantitative information’s like location, skill
requirements, number of retentions, training hours, recruitment spend,
succession planning, talent planning, demographics, turnover etc. are
mainly based on organizational strategy and operational requirements.

External qualitative and quantitative information’s like demo-
graphics, skills provision, existence of training provision, immigra-
tion/emigration, social trends, developments in technology, social
attitudes are mainly based on customers & stakeholders and market
forces strategy.

Due to factors as above, we are facing globalization paradigm.

Globalization paradigm is used to define a combination of factors —a
single marketplace with growing free trade among nations; the increas-
ing flow and sharing of information, connections and opportunities for
organizations and people to interact around the world without being
constrained by national boundaries (Connell, 2007)!.

The question is which are the future skills that we expect from Gen-
eration Z which will affect our work planning strategy?

1. Technical HR Skills:

Those in Generation Z are pragmatic and have the status of digital
natives (Grow & Yang, 2018; Lanier, 2017)2.

The impact of Generation Z on the workplace is a positive one, know-
ing that new employees are characterized by “new levels of digital com-
petence, dedication, and drive to achieve a goal” (WGU, 2019)3.

« Effectively streamline work, project management ability;

e Lead and support organizational changes;

» Boost organizational effectiveness though organizational design.

« Being more analytic, make fact-based decisions.

« Strategic deals management to minimize workforce risks.

! Crumpacker & Crumpacker, 2007; International Journal of Business and Social
Science, February 2014. Fahimeh Babaei Nivlouei: “Electronic Human Resource
Management System: The Main Element in Capacitating Globalization Paradigm”.

* Lanier. 2017.

3 Tbid.
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2. Problem Solving Skills
Those in Generation Z rarely work overtime compared to other gen-
erations on the labor market, either due to the types of work performed
or due to higher education concomitant with the professional occupa-
tion (Sandu, Stoica & Umbres, 2014).
* Good in analyzing facts, arguments & ideas, strong critical
thinking;
» System thinking understand how the organization interact be-
tween departments.
3. Soft Skills
Taking into account the aspects that they consider important for the
development of their professional life, Gen Z members value soft skills
more in comparison to hard skills (Iorgulescu, 2016)2.
» Achieve results accepted by all parties, good negotiation skills;
Effectively balance different interests;
» Collaborate effectively with other departments;
e Build inclusive workplaces with cultural differences integration.
4. Future-looking skills
The presence of several generations in contemporary companies is
one of the many aspects of diversity in organizations, a diversity that
refers to visible and less visible personal traits such as age, gender, eth-
nicity, religion, sexual orientation, education, work experience, physi-
cal appearance, socioeconomic past, personal abilities and any other
characteristics that could represent a difference between individuals
(lones & George, 2011)53.
Adapt &thrive in complex and unpredictable world;
» Risk management to prepare the organization for the future;
e Committed to self-care to ensure the best physical and mental
state;
e Act with ethics as a true people advocate.
3.3. The Role of HR in workforce planning
The workforce plan is playing a critical role to people management
and are increasingly being used to determine HR policy and practice.
The youngest generation entering the multigenerational workforce may
not share the same work values or work motivations as the generations

! Lanier. 2017.
% Torgulescu. 2016.
3 Jones & George. 2011.
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preceding it, especially the exiting Baby Boomer workforce (Eversole et
al., 2012)".

The management of Gen Z in the workplace and in the workforce is
a real challenge. Therefore, the role of human resources management is
crucial. The main responsibilities of Human Resource strategy are devel-
oping professional training and career programs due to work environment
which will help to create new advanced skills for future roles effecting in
both the professional and the social context in which the employees de-
velop their careers. The strategic goals of a firm have their own individual
formal and cultural structures that need to be with decision-making.

Some guidelines for HR to lead new generation of workers while

working towards organizational goals:

e It is important to create a collaborative learning environment
that encourages, creates opportunities, allow to understand, and
respect one another. Dual training can be a good practice. Ap-
prentices can spend time between the classroom and on-job-work;

« Embrace mobile platforms for HR systems as if Gen Z is truly the
first mobile-only generation;

e Manufacturing information systems — time and attendance,
project man-hours accounting — are currently used to gain a
profile of current and future needs;

e Gen Zs are the first generation to know hybrid working as the
norm so let’s go for flexible work culture to have a better balance
work-life;

« Gen Zs are passionate about effecting change, no empty prom-
ises if you want to retain them. No negotiation on diversity, eq-
uity, and inclusion in the workplace;

e Emerge technology, it is time of Artificial intelligence;

e Higher entry level workers in recruitment, offering more abilities
and qualifications.

3.4. Generation transition challenges

Technology has impacted the development of cognitive skills, in-

cluding intellectual curiosity, among the next generation, creating the
risk of skill gaps when they enter the workforce en masse. A shortfall in
highly cognitive social skills such as problem solving, critical thinking,
and communication, could be particularly evident?.

! Eversole Venneberg & Crowder. 2012; Reeves. 2010.
2 Deloitte Insight. 2017. “Generation Z enters the workforce Generational and
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The communication skills gap of new generation could potentially
hinder the passing on of tacit knowledge, impacting the organization.
This is why it is imperative for organizations to consider this impact
when designing entry-level roles in the future of work. Even though
the gap between existing worker skill sets and expected Gen Z skill sets
will likely be wider.

We are used to hear from hours and hours spent, work positions
and money spend for in place inventory. With the involvement of tech-
nology, automation, this generation would not need to perform such a
monotone, routine job.

New generation will need to have set up succession planning which
is very important to them as they need trust more than any generation
before.

The transition in itself is a gap between generations which can be
passed successfully only by strong strategic managerial decisions be-
tween departments to engage the new generation while not losing the
main focus reaching company goals.

4. Conclusions

Workforce Planning is a central element of Human Resources, men-
tioned by different literature. To develop business plan and strategic
insight taking into putting into focus positive people management,
increases the interest for planning the workforce. As the time passes,
generation changes, new set of skills are asked, that makes the work
planning process being in an ongoing dynamic process. We see work-
force planning as a tool to identify, understand and cope with future
demands put upon the business.

Gen Z enters the workforce, uniquely shaped by the time in which
they live and the experiences that they’ve had, organizations have the
opportunity manage them to create added value and advantage for the
organization.

5. Recommendations

Employers must be prepared for the presence of Generation Z on
the labor market (Schroth, 2019). This involves adapting organizational
processes and policies to this new global reality (Lanier, 2017)".

Before we take decision for future actions it is important to use the
benefits of high technology inclusion using quantitative information

technological challenges in entry-level jobs”.
! Lanier. 2017.
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(number of new generation employees) and qualitative information
(skill sets proof of new generation).

It is very difficult to keep the Gen Z engaged with the company,
a big effort must be supplied to have happy workers. Their happiness
connects directly to their expectations. Diverse strategies can be ap-
plied as: understand the factors that have influenced Gen Z behavior,
provide performance goals and orientation program to facilitate internal
communication, give greater ownership in projects, feedback is valued
in company culture, provide flexible working hours, manager acting as
a coach to guide and provide emotional support to the employee etc.

All as above in function of Sustainability on national and interna-
tional market. Managerial level of business in Gen Z world must go out of
traditional business culture and adjust themselves to the technological.
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REVITALIZATION OF ORGANIZATIONAL CULTURE

Abstract. The Culture of an organization is a very important busi-
ness driver that shapes and add value. It provides a framework of how
work is done, people think, communication standards are, therefore we
can also call it as the “personality” of the organization. Management
should always take into consideration various cultural elements as val-
ues, beliefs, codes of practice, ethical principles because they will help
them take actions in strengthening company culture. Its impact is high
as it is viewed as a catalyst on performance of organization overall.

This paper shows the importance of organizational culture which
should be reevaluated due to the globalization, acceleration of auto-
mation, the rise of millennials and Gen Z in the workforce and all the
changes happened after COVID-19 pandemic to remain competitive in
the market. Today employees are asking for a new relationship based on
trust and empathy. They need to feel people on focus, work on flexible
time, benefit from wellness programs, boost their diversity and inclu-
sion efforts.

Keywords: culture, strategic management, human resources, glo-
balization.

1. Introduction

Culture may affect human resource activities in terms of transferring
personal characteristics to the business life. Related to the company
size and integration, countries with fully integrated to the international
business and economics usually have firms which are more open to the
impacts of universal culture.

It has been shown time and time again that company culture influ-
ences employees’ job satisfaction, morale, performance, engagement,
attitudes, motivation, commitment to their organizations and turnover.

' October, 2020. Limeade Institute, Research paper. “Organizational Culture”.;
Cameron et. al., 2011; Warrick, 2017.
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Culture is a strategic issue for most organizations and so cross-cul-
tural human resource management experts with the ability to trans-
form tacit knowledge into explicit knowledge, have a great role to play'.

Human resource management in the 21st century seems to have a
wider challenge.

Globalization is spreading like wildfire and many company oper-
ate in locations all over the world, at the same time and some operate
in a single location but penetrating several markets across the world
and there is an aspect of cross culture in their everyday business from
planning to realization. Cross-cultural management is very vital to an
organization in now days because culture is part of an organizations
that needs to be managed effectively.

2. Methodology

The concept of organizational culture has attracted attention from
both academics and practitioners since eighties. The data collected for
the research were gathered by consulting various theoretical and em-
pirical studies, research papers, books and online sources.

This range of culture concept has been on focus of the researcher’s
attention by social scientists especially in the recent years. We can men-
tion researchers as Osgood (1964; 1971), Triandis (1972), and Geertz
(1964), subjective culture can be seen as a cultural group’s characteristic
way of perceiving the man-made part of his environment, perception of
rules and the group’s norms, roles and values.

Limitation of the study are in time and access to information. This
is a relatively new and future topic. Many studies are being conducted
to find the most efficient way possible. Companies that have embraced
this spirit are still in their beginnings. Detailed analysis requires a lot
of empirical studies, time and access to detailed information.

3. Analysis

3.1. Culture concept evolution

Organizational culture put simply can be seen as a system of shared
values and beliefs?.

! April 2017. Centria University of Applied Sciences, Xavier Anyangwe. “Strategic
Human Resources Management a Cross- Cultural Managerial Approach”; Holden,
2002.

2 April 2017. Centria University of Applied Sciences, Xavier Anyangwe.

“Strategic Human Resources Management a Cross-Cultural Managerial Approach”;
Deshphande and Webster, 1989.
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A man without a culture is like a man with no identity, so identifying
the people needs to be done for effective unity in diversity is an impor-
tant key in organization. We should see cultural diversities as strength
and opportunity rather than as threat or weakness.

Going though different authors, through the years shows the evolu-
tion of culture concept.

Pettigrew (1979) examined some of the concepts and processes re-
lated with the creation of organization culture and hence with the birth
of organization. The author collected the data from the staff and stu-
dents of a private British boarding school. The research design involved
analysis of sequence of social dramas that were likely to provide an
insight into the emergence and development of organization cultures.
The author further discussed how purpose, commitment and order were
generated in organization through feelings and actions of its founder.
The author further observed that an amalgam of beliefs, ideologies, lan-
guage, ritual and myth leads to creation of new cultures in organization®.

Wilkins and Ouchi (1983) explored the relationship between cul-
ture and organizational performance. The authors argued that the or-
ganizations that develop a distinct local culture or clan with particular
properties will have significant performance efficiencies, but only under
certain conditions such as long history and membership. While pur-
suing these themes for different purposes, researchers make different
assumptions about nature of culture and organization. Therefore, the
author felt that evaluation of strength and limitations of the concept
of culture must be conducted within an assumptive context. The author
pointed out that culture concept is quite suggestive and very promising
for different ends that the researchers pursue. The author discussed the
problems associated with changing organization culture and argued that
cultures are more adaptive than they are thought to be?.

Newman and Nollen (1996) pointed out that work teams can
achieve better results if their management practices are compatible with
national cultures. In order to develop human capital results and improve

! April 2017. ISSN2349-6193. Impact Factor: 2.805. International Journal
of Engineering Sciences & Management Research, Maitreyi Gupta. “Impact of
Technology and Culture on Human Resource Managemen T”.; Pettigrew, 1979.

2 April 2017. ISSN2349-6193. Impact Factor: 2.805. International Journal
of Engineering Sciences & Management Research, Maitreyi Gupta. “Impact of
Technology and Culture on Human Resource Managemen T”.; Wilkins and Ouchi.
1985.
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firm performance, companies should adapt their HRM practices to the
culture of the host country!.

Bingol (2006) stated that firms should consider the values, myths,
behavioral types, rituals, and expectations of society, when they are iden-
tifying HRM policy and strategies. Thus, organizations would be stronger
in competition. Equally, if institutions put the ethics of people into ac-
count, it would be easier for them to behave in socially responsible way?.

Kane and Palmer (1995) cite the linkage between the differences
of HRM practices and national cultures?®.

Tiwari and Saxena (2012) argued the link between national culture
and HRM activities*.

Chandrakumara and Sparrow (2004) achieved the result that,
national culture is one of the important elements which determine or-
ganizational perspectives in establishing structure for effective HRM
practices®.

Judy Jackson (2022) Culture is very important because people know
that they have choices and their choices are beyond the name of the com-
pany or the salary that they make. Their choices are around enrichment,
their choices are around who am I learning from. How is my soul being fed?
And they are willing to exchange money and location for feeling fulfilled®.

U April 2017. ISSN2349-6193. Impact Factor: 2.805. International Journal
of Engineering Sciences & Management Research, Maitreyi Gupta. “Impact of
Technology and Culture on Human Resource Managemen T”.; Bingol. 2006.

2 April 2017. ISSN2349-6193. Impact Factor: 2.805. International Journal
of Engineering Sciences & Management Research, Maitreyi Gupta. “Impact of
Technology and Culture on Human Resource Managemen T”.; Kane and Palmer.
1995.

3 April 2017. ISSN2349-6193. Impact Factor: 2.805. International Journal
of Engineering Sciences & Management Research, Maitreyi Gupta. “Impact of

Technology and Culture on Human Resource Managemen T”.; Tiwari and Saxena.
2012.

* April 2017. ISSN2349-6193. Impact Factor: 2.805. International Journal
of Engineering Sciences & Management Research, Maitreyi Gupta. “Impact of
Technology and Culture on Human Resource Managemen T”.; Chandrakumara
and Sparrow. 2004.

S April 2017. ISSN2349-6193. Impact Factor: 2.805. International Journal
of Engineering Sciences & Management Research, Maitreyi Gupta. “Impact of
Technology and Culture on Human Resource Managemen T”; Judy Jackson. 2022.

62022 Global Talent Trends, Linked in Talent Solutions. “The reinvention of
company culture”; Nickle LaMoreaux. 2022.
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Nickle LaMoreaux (2022) Not since the industrial revolution have
companies really had to think about work design, about what tasks get
done and where do those tasks get done, and when and how do you
deconstruct work so that it’s done in an optimal manner!..

3.2. Organizational culture and Human Resources Management

Dealing with people from different countries, different cultures, dif-
ferent linguistic backgrounds is an interesting and challenging experi-
ence. In this kind of work environment, Human Resource Management
should deal with interring relation of all the cultures and cultural as-
pects and to make the environment a pluralistic one, guiding to respect
for all cultures at the detriment of the cooperate culture.

Looking at the relationship between culture and organizational
system we can refer at authors as Kroeber and Kluckhohn, saying that
dimension of culture, namely, that deals with values and norms, concep-
tions of what is desirable, and prescriptions or proscriptions of conduct
affect the behavior.

Human resource managers have to continuously learn and upgrade
their understanding of a unified culturally diverse environment as if it
effects the business culture inside and outside. This can only be pos-
sible when there is a strong cooperate cultures that is tolerant and all-
inclusive. This is a very big challenge to Human Resources Management
because human beings by nature seem to have a strong link to certain
cultural values and often reflect it as the best practice in their daily in
interaction within the organization.

Which are the processes that get influenced by culture in department
of Human Resources:

1. Recruitment and Selection

Choosing the right candidate is always a challenge. It reduces absen-
teeism, reduces turnover, increase employee satisfaction, leads to better
employee performance and productivity as per consequence improving
processes, products and services which contribute to organization success.

To make good recruitment decisions and benefit from all mentioned
above, the candidate needs to fit not only with the role but also with
company culture.

Therefore, the importance of values and values integration through-
out the recruitment process is inevitable.

12022 Global Talent Trends, Linked in Talent Solutions. “The reinvention of
company culture”; Feldman and March 1991; Daft and Weick. 1994.

46



REVITALIZATION OF ORGANIZATIONAL CULTURE

2. Trainings

Precise information and applicable knowledge usually made available
via training and development always assist performance, whereas erro-
neous information and irrational knowledge are likely to do the opposite,
(Feldman and March, 1991; Daft and Weick, 1994). Not only that, cultures
provide cognitive frameworks through which people interpret what they
observe and experience and provide language and referents to use in
communicating with others, (Wilkins and Ouchi, 2003). Culture through
the different training and development activities contribute schemes and
scripts that can affect performance by providing pre-existing ways of
understanding what is occurring, how to evaluate it and what sequences
of actions are appropriate to the situation (Lord and Foti, 1996)'.

3. Performance Management

According to Brooks (2006), the job performance of organization has
a strong impact of strong organization culture which leads to enhanced
productivity, and that the productivity and culture of organization helps
in improving performance?.

It has been proven that organizational performance and the em-
ployee performance is greatly influences by HRM (Bowen and Ostroff,
2004; Guest, 1997) (Onalenna & Hill, 2016). Armstrong (2000), HRM is
a strategic personnel management practice, which pays more emphasis
on the acquisition, motivation and organizing human resources. With-
out a well-trained labor force, many businesses will lose their ability to
compete globally and this will lead to a fall in their economic success
(Tomaka, 2001)3.

3.3. Latest trend of organizational culture

In the 21st century world where globalization and international-
ization is increasing producing multinational work force, the role of
organizational functioning and strategic human resource practices is to
know how to manage their organizations different cultural factors that
exist both within and out of it.

Key to winning tips for the war of recruiting and retaining top talent
is renew focus on company culture and reinvent resilience by cultivat-

! April 2017. ISSN2349-6193. Impact Factor: 2.805. International Journal
of Engineering Sciences & Management Research, Maitreyi Gupta. “Impact of
Technology and Culture on Human Resource Managemen T”.

2 Tam sxe.

3 April 2017. Centria University of Applied Sciences, Xavier Anyangwe. “Strategic
Human Resources Management a Cross- Cultural Managerial Approach”.
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ing a workplace culture that engages, rewards and, most of all, inspires
employees.

As per today challenges, there are some emerging trends for which
employer’s need to rethink:

Flexible work

To recruit and engage top performers, a flexible workplace culture
will be essential. We should admit that flexible work will become per-
manent. After pandemic flexibility is prioritized, employees value more
their health and well- being.

Connection will drive workplace culture

Diversity, equity and inclusion strategies will increase people- on
focus programs as part of top priorities for Human Resources Manage-
ment for 2022. Studies have shown of ADP Research Institute found that
workers who feel strongly connected to their employer are 75 times more
likely to be engaged than those who do not feel connected.

Employee on focus

Changing roles, new positions, new tasks ask for new skills set. To
remain in the forehead of the industries and being a competitive com-
pany need to invest in training the employees. On the other hand, em-
ployees will feel engaged, developed professionally, challenged as per
consequence the retention rate will grow.

Technology

Technology will play an important role in workplace culture.

When technology is well-integrated with a company’s culture, there
is a 5x higher likelihood of employee engagement and a 47% lower
chance of attrition, according to O.C. Tanner’s 2021 Global Culture Re-
port!. 77% of employees believe advanced technology will improve their
work experience, even in organizations where it has eliminated jobs.
That’s because they know that it will establish a greater connection with
the organization and one another.

3.4. Challenges

In today’s economy, firms are challenged to continuously offer a
portfolio of innovative products and services. Despite the key role of
portfolio innovativeness for corporate performance, firms differ in their
focus on building innovation capabilities and generating innovation
outcomes (Hambrick, 2007; Hambrick and Mason, 1984). Research of the
link between organizational culture and performance had increased sub-

! Tanner’s O.C. Global Culture Report. 2021.
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stantially during the past two decades (Lim,1995). In the 1980s, there
were ‘obsessions’ by researchers to focus on the Strong Theory- a search
for strong shared values in organization which were supposed to re-
sult in performance for the organization. Perters and Waterman (1982)
claimed that high performance firms could be distinguished from low
performance firms because they possessed certain cultural traits and
‘strong culture’!.

A multicultural globalized world involves learning other cultures, lan-
guages, skills and tolerating aspects of different cultures. It empowers
people with the ability to interact and live in any society and reduce the
possibility of any ambiguity. It is challenging for strategic human resource
management to interact in everyday business life with people from differ-
ent cultures, different nationalities, different values, different skills and
abilities, to adapt situations as they endeavor to engage all employees
into common multicultural or cross-cultural organizational strategies.

4. Conclusions

Organizational culture plays a very important role at the time of
framing the Human Resources strategies and management. It is becom-
ing more and more challenging day by day. More businesses and com-
munities are going global, cultures keep going across borders increasing
internationalization of people, businesses, countries, governments.

Cultural oriented organizations will struggle for a heterogeneous
cultural and a cross-cultural managerial approach with the advance-
ment of globalization and the increasing mobility of labor.

After several studies and research, we can assume that there is no
generically good culture, no one ideal type of organizational culture.
However, it must be adapted under given circumstances and employees’
preferences for cultures.

5. Recommendations

I recommend that the cultural differences must be taken into con-
sideration while preparing human resources and company strategies
aligned with business goals. Its management will increase employee
satisfaction, decrease turnover and increase productivity. Cross cultural
management approach should be an important issue for organizations
in their future tasks.

! December, 2010. Centre for Promoting Ideas, USA, Ismael Younis Abu-Jarad,
Nor’Aini Yusof, Davoud Nikbin. “A Review Paper on Organizational Culture and
Organizational Performance”.
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Further research must be carried out in practice because this paper
was mainly literature review and based primarily on secondary data and
so the findings may be limited in its applicability and scope.
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CURRENT INDICATORS OF THE DEVELOPMENT
OF ELECTRONIC COMMERCE IN KAZAKHSTAN

The modern development of human civilization is characterized
by the next stage of the scientific and technological revolution — the
introduction of information and communication technologies into all
spheres of life, which change the way of life of people and form the
foundation and material base for the transition to the information society,
a society with high socio-economic, political and cultural development.
The use of a high-tech telecommunications environment is a necessary
platform for modern business and interaction with all participants in the
process. E-commerce is currently the most important strategic direction
for the further development of trade operations. For Kazakhstan, this
becomes especially relevant during the period of membership in the
World Trade Organization and the Eurasian Economic Union.

E-commerce in Kazakhstan is one of the drivers of economic
growth in Kazakhstan, which has a multiplier effect on the economy
and has a high development potential. E-commerce will give impetus
to the further growth of the economy, and it is necessary to ensure its
development as a holistic ecosystem. The article considers the current
state and prospects for the development of electronic commerce in the
Republic of Kazakhstan. The structure of the market, the level of Internet
penetration and its impact on market volumes, factors influencing the
development of electronic commerce in the Republic of Kazakhstan have
been studied.

Today, the Internet has become an effective intermediary between
merchants around the world. E-commerce is a major driver of economic
growth in both developed and developing countries. The low cost of
contracting over the Internet allows companies of all sizes to expand
their overseas sales and sourcing through e-commerce.

According to the works of CIS scientists on the topic of e-commerce,
the largest jump in the growth of the ICT and e-commerce development
rating, along with the above-mentioned GDP growth, is observed in
Kazakhstan. In the pre-crisis period, the IT sector of Kazakhstan was
distinguished by extremely high growth rates (at the level of 40-50% per
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year). From the point of view of the development of high-tech sectors
of the economy, Kazakhstan has always been regarded as one of the
most promising countries in the CIS. First of all, this follows from the
level and nature of the development of its traditional sectors of the
economy, which act as potential customers of high technologies, and the
chosen course of the state economic policy, which stimulates the inflow
of foreign investment and replenishes the already created economic
backlog with new technologies!.

Despite the rather high rates of development of the ICT sector in
the countries under study, the e-commerce market, which is directly
dependent on the level of ICT development, is still at the beginning of
its development and cannot withstand any competition in comparison
with countries with a developed ICT sector: For example, in the United
States, the volume of the online commerce market is $150 billion, and
the share of electronic sales in the total turnover is 6.4%. In Russia, the
market volume is still equal to 5 billion dollars (0.9%), in Kazakhstan —
only 240 million dollars (0.04%).

In Kazakhstan, potential consumers of Internet commerce
communicate more on social networks than make purchases. In countries
such as the UK, Germany, and the United States of America, e-commerce
is far ahead of social media in terms of popularity. On a Pan-European
basis, UK e-commerce accounts for approximately 30% of Pan-European
revenue figures?.

In Kazakhstan, according to official statistics, in 2017 the volume
of the e-commerce market amounted to 107 billion tenge, or 1.2% of
the total volume of retail trade (total retail trade — 8.8 trillion tenge),
an increase of 36.2%. According to current data, the volume of the
e-commerce market for the 1st half of 2018 amounted to 101 billion
tenge or 2.9% of the total retail turnover, which shows a 2-fold increase.
Since the beginning of 2018, 261 new e-commerce entities have been
registered, about 1,700 online stores are operating, and the number of
customers has increased to 1.5 million people. According to Satu.kz, the
leader of online trade in Kazakhstan, in 2017, Kazakhstanis bought goods

! Seylkhanova A.S., & Zhumalina S.K. Development of Electronic Commerce

in Kazakhstan. Modern Science: Problems and Prospects of Development,— 2(3).
2019.-P. 29-34.

2 Kuzhukeyeva K. M. Development of e-commerce in Kazakhstan. Economics
and Management in the 21st Century: Development Trends, - 3(2). 2020.- P. 82-89.
53



Section 4. Economics and management

for 20.144 billion tenge on the marketplace, and the average check for
one online purchase increased by 19% and amounted to 34,742 tenge'.

According to existing estimates, the volume of such trade will
constantly increase and there are several reasons for this?. Firstly,
goods in foreign online stores have a lower price and a wider assortment
compared to national online stores, and the delivery time factor is not
critical for non-premium price segment buyers. Secondly, foreign online
stores are practically exempt from paying taxes, in particular VAT, which
allows them to pursue a flexible pricing policy and transfer the released
profit to reducing logistics and customs costs. In addition, the need to
improve models of tax control over cross-border electronic commerce
is determined by the following features of this type of trade:

e extraterritoriality of a commercial transaction;

« intangible representation;

e anonymity of the commercial transaction;

e buyer anonymity.

Due to the current situation, many states are looking for ways to
balance trade in favor of national online and offline stores, as well as
compensate for shortfalls in budget revenues and reduce the risks of
money laundering. At the same time, it should be taken into account
that in different countries the system of collecting various taxes, such as
value added tax, sales tax, tax on goods and services, tax on purchases,
is built around traditional business models. Therefore, recently there
has been a growing discussion about the need to adapt existing models
of tax collection to the actively developing electronic commerce, in
particular cross-border.

As of the beginning of 2019, the online trading market of the Republic
of Kazakhstan was estimated at 287 billion tenge, with a cumulative
increase for the year of 23.2%. The share of online trading in the total
trade amounted to 2.9% and the number of buyers approached 2.3
million people. More than 1.700 independent online stores operate on
the market, of which a third — 509, these are those wishing to receive
tax benefits (100% exemption from CIT and PIT). The structure of the
e-commerce market in Kazakhstan consists of 68% trade in goods and 32%

! Urazayeva E.R. Status and problems of development of electronic commerce
in the Republic of Kazakhstan. Journal of New Economy,— 2(40). 2018.— P. 87-93.

* Urazayeva E.R. About some prerequisites for the development of electronic
commerce in Russia, Belarus and Kazakhstan. University Bulletin,— 6(13). 2021.-
P. 103-106.
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in services. “In the world, one of the most dynamic areas of e-commerce
is the trade in food and agricultural products. By 2023, this segment will
grow by 64% compared to 2018, and its volume will reach $134.5 billion.
In Kazakhstan, the volume of electronic commerce in food products is
15.4 billion tenge and occupies 4% of all electronic commerce in goods.
E-commerce has no territorial boundaries. Therefore, for our domestic
agricultural producers, this is an unlimited opportunity to occupy new
markets and find a buyer. E-commerce is a great opportunity for the
development of trade in the countryside.” The growth of e-commerce,
he said, will affect trade and the development of related industries,
including transit.

Today, the e-commerce market in Kazakhstan is valued at $450—
600 million a year, or just under 0.5% of the total consumer market
in the country. Over the past two years, this market has grown 2.5
times. Currently, there are about 500 online stores in Kazakhstan, and
their number is increasing every month. But only one out of 10 tenge
spent on the Internet in Kazakhstan will remain inside the country.
The remaining 9 tenge are spent in stores in the USA, Russia, Europe
and other countries. According to official statistics, the volume of the
e-commerce market in Kazakhstan in 2017 amounted to 106.9 billion
tenge or 1.2% of the total retail turnover, an increase of 36.2%".

Since the beginning of 2018, 110 new e-commerce entities have been
registered in the Republic of Kazakhstan. In the market of 1658 online
stores, the number of buyers increased by 5%. The industry employs 71.6
thousand people. Based on modern international experience in creating
the information society, its importance in its development, including
e-commerce and other activities related to the modernization of modern
Internet technologies in Kazakhstan, four main trends were identified:

1. ensuring the effectiveness of the public administration system;

2. ensuring the availability of information and communication
infrastructure throughout the country;

3. creation of a high-quality information environment for the cultural
and socio-economic development of modern Kazakhstani society;

4. development of the national information space.

The new available e-commerce opportunities for general vendors
and customers can be grouped as follows:

! Urazayeva E.R. About some prerequisites for the development of electronic
commerce in Russia, Belarus and Kazakhstan. University Bulletin,— 6(13). 2021.-
P. 103-106.
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- Global Participation/Global Choice -Increased competitiveness/
quality of service;

- Customer satisfaction / personalization of goods and services.

- Shortening the path to the customer / quick response to demand -
cost savings / price reduction,;

- New business opportunities / new products and services!'.

Thus, e-business, e-commerce and new types of market interaction
mean much more than just automating business processes and selling
goods and services over the Internet. This is the emergence of a huge
number of new, previously unattainable opportunities, including:
optimization of operations based on the principles of self-management
and self-organization, building functional relationships with business
partners (relationships that reduce costs and accelerate the introduction
of innovations), improve the quality of services, exchange information. In
other words, e-business forms an ecosystem, the essence of which is the
interaction of various e-business participants. Important materials for
the work were publications in specialized scientific journals devoted to
innovations and national innovation systems, statistical data of national
and international organizations, publications in the media and on the
websites of government bodies, development institutions of Kazakhstan.
The study was carried out on the basis of an analysis of the processes of
formation of an innovative e-commerce ecosystem in Kazakhstan using
the methodological provisions of the concept of an innovative ecosystem.
When performing this study, methods of statistical and comparative
analysis, methods of evaluation and forecasting were applied.

Currently, the sphere of electronic commerce is one of the important
sectors of the development of the national economy. E-commerce is
one of the growth drivers of the Kazakhstani economy, which aims
to maximize the use of our infrastructure and create new jobs from
33,000 people in 2018 to 314,000 people, including related industries,
in 2025. An analysis of the nature and forms of interaction between
the main participants in the ecosystem shows that it is important to
determine the principles of interaction between business in the field
of e-commerce and the state. To solve these problems, the Digital
Kazakhstan Association was created as a platform for communication

! Solnceva A.E. Electronic Commerce: Problems and Development Prospects

in the Republic of Kazakhstan. Science and Education in Economic World,—- 6(12).
2021.-P. 18-25.
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between business and the state on e-commerce issues. Now it includes
the largest trading platforms in Kazakhstan. At the initiative of the ACC
working group, the order of the MNE on the regulation of electronic
commerce was excluded from the legislation. If domestic sellers are
excessively regulated, business conditions are limited for them and
additional requirements are created, then foreign competitors will be
able to conquer the Kazakhstani market almost without hindrance.

In order to create a favorable business environment and stimulate
the development of electronic commerce, legal entities and individual
entrepreneurs are exempted from paying corporate and individual
income taxes received in the field of electronic commerce, up to 0%
until 2023, This norm should become an additional incentive for the
development of e-commerce and an increase in its share in the total
volume of retail trade. The interaction between the state and e-business
in Kazakhstan, which is a member of the EAEU, is synchronized with
the development of the digital trade ecosystem in the EAEU. According
to experts, Kazakhstan can become a logistics and e-commerce center
for the countries of the Eurasian Economic Union, as well as achieve a
global e-commerce share of 4% of the total retail trade in the country.

In general, the prospects for the development of e-commerce in
Kazakhstan can be summarized as follows:

— improving the quality of Internet connection;

— increase the Internet audience;

- improving the quality of delivery of goods, first of all, increasing
the delivery of mail;

— development of information technologies;

- expanding the range of goods and services.

The development of e-commerce is a new driver for the growth of
trade, transit and development of the economy of Kazakhstan, which
has a high potential for e-commerce. The country has prerequisites and
factors for the formation of an e-commerce ecosystem: a Roadmap for
the development of e-commerce for 2018-2020 was developed within
the framework of the State Program “Digital Kazakhstan”, aimed at
developing a digital ecosystem to achieve sustainable economic growth,
increase the competitiveness of the economy and the nation, improving
the quality of life of the population; there is a high potential in the

! Urazayeva E.R. About some prerequisites for the development of electronic
commerce in Russia, Belarus and Kazakhstan. University Bulletin,— 6(13). 2021.-
P. 103-106.
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development of the most dynamic areas of electronic commerce - trade
in food and agricultural products; there is an increase in the share
of the online market of the B2B segment; Kazakhstani legislation
contains a full set of provisions that enable consumers of Kazakhstani
Internet sites to protect their rights, which increases the level of trust;
the state creates a favorable business environment and stimulates
the development of electronic commerce through tax policy, the
development of telecommunications and logistics infrastructure, and
digital literacy of the population.
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