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JOB POLARIZATION AND WAGE INEQUALITY
IN THE REPUBLIC OF MOLDOVA!

This scientific paper treats the issue of job polarization and wage inequality. Job po-
larization is influenced by several criteria, the salary being one of them, which is most
frequently tackled in the specialized literature. The wage level in terms of the different
activity fields or professional skills of the workforce, lead to the polarization of jobs.
Therefore, in the Republic of Moldova, the level of the lowest salary in some activity sec-
tors or for certain job categories, creates quite large salary disparities compared to other
activity sectors or jobs, which has led to increased wage inequalities. In order to depict the
applicative aspect of the problem, the statistical method was used as a research method,
using the information provided by the National Bureau of Statistics of the Republic of
Moldova. Thus, the employee number was analysed by certain salary levels, as well as by
the most typical activity sectors in the Republic of Moldova.
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Problem conceptualisation. Over the last decades, the polarization of work,
in general, and jobs, in particular, has been the research subject for many research-
ers in different countries. Analysing the specialized literature, we can find that there
are several criteria that can be taken into account in the polarization of work, and
namely: technological changes focused on specific professional skills, increasing
education, trade deregulation, increasing the service sector, employer preferences,
state policies in the field, organizational changes, salary level and salary inequali-
ties, etc. Taking into account the wide range of criteria that can be taken into account
when polarizing work and jobs, in this paper we will discuss the issue of wages and
wage inequalities.

Job polarization spontaneously leads to wage inequality, as the share of the
highest paid jobs and lowest wages is increasing. In addition, the polarization of
the workforce can also influence the wage level in occupations, by regaining new
professional skills. In this respect, there may be three possible outcomes. First, there
is a demand-driven situation. The change in labour demand for certain occupations
also determines the change of jobs. Assuming a constant supply, the growing de-
mand for high and low wage occupations leads to an increase in higher and lower
wages, while the demand and, consequently, the wages for medium-skilled occupa-
tions is declining (Autor, Katz, & Kearney, 2008). The relationship between job
polarization and wage inequality turns to be positive then.

Second, occupational changes can be determined by supply. The modernization
of occupations may lag behind the expansion of higher education, thus pushing the
highly skilled workforce into lower jobs, creating an excessive supply of skills as-
sociated with eroded wages (Autor, Katz, & Kearney, 2008); (Beaudry, & Green,
2003). This leads to the creation of an excessive supply for lower paid occupations,
leading to salary cuts for those occupations. Meanwhile, the talented workforce
stays in medium-skill level occupations, which leads to an increase in average
salaries. In this case, the relationship between the polarization of occupations and
wage inequality is negative.

Third, technological changes can lead to increased requirements for profes-
sional skills within occupations, while educational expansion and the growing de-
mand for higher education skills are witnessing a period of balanced growth. This
leads to increased productivity for all occupations and, ultimately, to higher wages.
The direct relationship is unclear then and both salaries and employment depend on
the development of professional skills in occupations rather than on their changes.
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Recent research and publication analysis. Wage inequality refers to wage
dispersion, and job polarization refers to the dispersion of employment. According
to researchers Acemoglu and Autor, the increase in wage inequality describes a
higher increase in wages at the top of the wage distribution compared to the bot-
tom (Autor, Katz, & Kearney, 2008). Job polarization describes the moderate
decrease in the average wage job share compared to higher or lower level jobs
(Goos, Manning, & Salomons, 2009). Many developed countries, including Ger-
many, are experiencing an increase in both wage inequality and job polarization
(Dustman, Ludsteck, & Schonberg, 2009), both being closely linked to techno-
logical changes.

In order to explain the phenomenon of the increasing wage inequality as a result
of some unequal practices, some researchers in the field have put forward some
hypotheses. One of them is related to productivity differences: companies with a
high level of productivity outperform other companies and have the possibility to
offer much higher salaries to all employees, compared to other companies. An-
other hypothesis is related to the grouping of companies according to their eco-
nomic performance: companies are becoming increasingly specialized, and the best
performing employees migrate to the most successful companies (within the region,
economic sector, etc.). However, another reason that provides a sound explanation
for the phenomenon is the polarization of the types of skills companies require
(Weil, 2014). Because in the late 1980s and early 1990s, a company’s workforce
typically possessed a wealth of skills — from simple employees to production em-
ployees, secretaries and managers. The last two decades (increasingly over the last
years) have witnessed an increased level in outsourcing jobs and services to sub-
contractors or franchises. Employers considered it easier to outsource a part of the
activities performed by their employees, which consequently were provided as
services, based on contracts with independent suppliers. Under these circumstanc-
es, the workforce is no longer a broad pool of skills, and companies can employ a
large number of highly qualified people and a small number of low-skilled people.
As a result, low-skilled employees find jobs in low-wage sectors that currently
specialize in providing these contracted products and services through outsourcing
practices, while companies that use these strategies most aggressively offer higher
salaries than other companies with a wider range of skills.

The inequality phenomenon within companies can vary depending on two
criteria: the size of the company and the economic sector. Depending on the size
of the company, it can be determined by the employment degree. As for the second
criterion — the economic sector, the inequality phenomenon can be shown through
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the differences in labour productivity. A reduction in the wage bonus for low-
skilled workers has been noticed in large companies, where the rising salaries for
corporate managers, CEOs and highly qualified specialists have contributed to an
increase in the wage inequality level within these companies (Autor, Katz, &
Kearney, 2008).

Over the last few years, in order to reduce the wage inequality level, several
countries have introduced measures to calculate or consolidate the minimum
wage. Minimum wages play an important role in ensuring that employees are
treated fairly and according to the norms of human dignity and respect. In addi-
tion to the minimum wage, the policies in the payment field, recording working
hours and other working conditions can make a substantial contribution to the
promotion of social interaction and collective bargaining, as well as ensure a fair
sharing of the benefits from the economic progress for all the people (Beaudry,
& Green, 2003).

The wage level and distribution are determined by a wide range of factors.
Choices made in education, childcare policies or migration policies can affect the
access to the labour market for both males and females, as well as for those having
different qualification levels. Likewise, it must be borne in mind that trade policies
or technological innovations may change the moderate demand for people with
different qualification levels. The institutions on the labour market also have a
major impact on wages and wage inequality. Collective bargaining allows groups
of employees to negotiate higher salaries with business owners / employers, and
this can have a particularly large influence on employees at the bottom of the
payroll, who may have less power in individual bargaining. However, in several
countries, the coverage level for collective bargaining has remained relatively low
or has diminished (Visser, Hayter, & Gammarano, 2015). Consequently, several
countries have turned to new and stronger mechanisms for setting the minimum
wage.

Formulation of aims. The main objective of this paper is to analyse the struc-
ture of monthly salaries, as well as their evolution in the Republic of Moldova both
in the national economy and in the main fields of activity.

The presentation of the main material. In the Republic of Moldova, it is dif-
ficult to observe certain trends in terms of job polarization and wage inequality,
because the National Bureau of Statistics does not present information on the sal-
ary level by occupation category or by education level and professional skills.
Under these circumstances, it is difficult to find connection between the polariza-
tions of jobs with wage inequality. However, in order to understand how employ-
ees are polarized depending on the salary level, Figure 1 depicts the distribution of
employees in terms of earnings, in 2015 and 2019, and in Figure 2 — for 2018 and
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2019. As the salary level is presented in lei, according to the National Bureau of
Statistics of the Republic of Moldova, in September the value of one Moldovan leu
was 0.051 euros.
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Figure 1. Employee distribution by salary levels in 2015 and 2019, %
Source: Developed by the authors.

Analysing the data in Figure 1, we can note how much the employee structure
has changed depending on the size of the monthly salary. If in 2015, more than 1/5
of the total number of employees or almost 100 thousand employees received a
monthly salary of up to 2000 lei, and the number of those who received a monthly
salary higher than 10,000 lei did not exceed 2000 employees. Unlike in 2015, the
salary level increased in all activity sectors, and the number of employees who
received a monthly salary higher than 10,000 lei was 15.8 % or almost 70 thousand
people in 2019.

Taking into account that the average gross monthly salary, in 2015, was
4538.4 lei, from Figure 1 we can see that almost 2/3 of the number of employees
received a lower salary and a few more than 1/3 had a higher salary. (The number
of people who received a salary between 4000 and 5000 lei accounted for 50 % for
each lower and upper category). In keeping with the same approach for 2019, we
can notice that the share of people who received a salary higher than the average
gross monthly salary was about 43 % or about 190 thousand people.

If in 2015, the share of people receiving a salary nearly 1500 lei in the total
number of employees was 6.9 %, in 2018, it decreased to 1.7 % (Figure 2).
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Figure 2. Employee distribution by salary levels in 2018-2019, %
Source: Developed by the authors.

As figure 2 shows, in 2018 more than 6 % of the total number of employees
received a gross monthly salary of less than 2000 lei, which is characteristic only
for employees in the public sector, because the employees in the real sector received
a minimum monthly salary of 2610 lei. Meanwhile, in 2019, only 0.7 % of the total
number of employees received a smaller salary than 2000 lei, which is also
characteristic for public sector employees. However, according to the Law on the
unitary salary system in the budget sector, the reference value for calculating the
salary was 1500 lei, in 2019. In 2019, the number of people who received a higher
salary than 10 thousand lei increased by 4.9 per cent, compared to 2018.

While Figures 1 and 2 depict the share of employees by salary levels in the
economy, Table 1 shows the structure of employees by economic activities for a
better emphasis on job polarization and social inequality in 2018.

According to Table 1, in 2018, 62.2 % of people employed in the agricultural
sector received a lower salary than the average gross monthly salary. Taking into
account the fact that in most cases the workforce from agriculture is unskilled or
low-skilled, the salary level, in this case, can be correlated with professional skills.
Education, health and social assistance are the fields of activity where more than
50 % of employees received a lower monthly salary than the average gross salary
in the economy calculated for 2018. Additionally, education is the field of activity
where in 2018, most employees worked for a salary less than 1500 lei, and this
accounted for 6.3 % or 4790 employees. They refer to auxiliary staff, lacking certain
professional skills, but necessary to ensure the functionality of the education system.

On top of that, education along with the agricultural sector is the field of activity
where the share of employees who received a higher salary than 10 thousand lei
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was the lowest in 2018. They reached 3.9 % or 2954 people. Taking into account
the fact that in the education system, the scientific-didactic and teaching staff may
be employed on more than one teaching load, a salary of over 10 thousand lei may
be explained by a higher effort on the side of the persons concerned.

Table 1
Employee structure by fields of activity according
to the salary size in 2018
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1 2 3 4 5 6 7 8 9 10 | 11 12

People who
received a
salary from | 24,1 | 17,6 | 17,2 |21,3]26,5| 3,3 | 5,5 |20,7| 83 | 9,8 | 18,7
3000,01 to
4000,00 lei

People who
received a
salary from | 15,8 | 153|143 | 142|151 | 55 | 7,9 | 15,6 | 10,1 | 10,6 | 16,0
4000,01 to
5000,00 lei

People who
received a
salary from | 10,7 | 15,1 | 12,9 | 12,1 | 8,4 | 6,7 | 10,7 | 10,1 | 13,6 | 10,8 | 10,8
5000,01 to
6000,00 lei

People who
received a
salary from 6,6 |123 (1141 85 | 56 | 7,8 | 17,7] 6,5 | 16,3 | 10,4 | 8,0
6000,01 to
7000,00 lei

People who
received a
salary from 46 | 82 | 79 | 56 | 46 | 87 | 10,7| 43 | 10,8| 7,6 | 7,6
7000,01 to
8000,00 lei

People who
received a
salary from 411 87 | 11,3]| 68 | 6,1 | 148 | 126| 48 | 9,7 | 83 | 7,1
8000,01 to
10000,00 lei

People who
received a
salary over
10000,00 lei

39 | 82 | 11,5 | 11,1 | 11,3 | 47,9 | 31,8 | 6,0 | 16,1 | 3,9 | 7,6

Total 100 | 100 |100 |100 |100 |100 |100 |100 |100 |100 |100

Source: Developed by the authors.
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Information and communications represent the field of activity with the highest
recorded salaries in 2018. Only 11.2 % of the total number of employees working
in this field received in 2018, a lower salary than the average gross salary in the
economy. At the same time, 47.9 % received a monthly salary of more than 10
thousand lei.

In 2019, the same trends were kept for the salary level by fields of activity in
the Republic of Moldova (Table 2).

Table 2
Employee structure by fields of activity according
to the salary size in 2019
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Due to the approval of the Law on the unitary salary system in the budgetary
sector in 2018, in 2019, it practically led to the disappearance of the employees
receiving a monthly salary below 1500 lei. At the same time, the share of employees
in the budgetary sector who received a salary of over 10 thousand lei per month
increased. Almost a quarter of the staff employed in public administration received
a monthly salary of over 10 thousand lei. Likewise, the share of individuals
receiving salaries of over 10 thousand lei increased both in the education and in
health and social assistance sectors, these making up for 10.2 %, similarly — 12.2 %
of the total workforce employed in the discussed fields of activity.

Conclusions

This study aimed to describe the correlation between job polarization and wage
inequality in the Republic of Moldova. Additionally, there have been found many
criteria that lead, more or less, to the polarization of jobs and, consequently, to wage
inequality. In the Republic of Moldova, a relevant criterion to be considered for
tackling the problem of labour polarization and wage inequality is the educational
level, which exhibits acquired professional skills. However, the findings of the
carried out research show that the lowest wages were recorded in the agricultural
and trade sectors, activity areas which employ low skilled workforce.

Likewise, state policies in the employment and payment field lead to labour
polarization and wage inequality. Any state intervention in the payment field could
increase or decrease wage inequality, either within the same activity field or in
different areas. Therefore, in the Republic of Moldova, the level of the lowest salary
in some fields of activity or for certain job categories, creates quite obvious salary
disparities compared to other fields of activity or jobs, which leads to increased
wage inequalities.

REFERENCES

Aberg, R. (2003). Unemployment persistency, over-education and the employment
chances of'the less educated. European Sociological Review, 19 (2), 199-216. Retrieved
from https://www jstor.org/journal/eurosocirevi?refreqid=excelsior%3A3c12acbd250
e3f5ad29bdbalb4c16d39.

Acemoglu, D., & Autor, D. (2011). Skills, Tasks and Technologies: Implications for Em-
ployment and Earnings. In O. Aschenfelter, R. Layard, & D. Card (Eds.), Handbook
of Labor Economics, Elsevier. Retrieved from https://economics.mit.edu/files/7006.

Autor, D. H., Katz, L. F., & Kearney, M. S. (2008). Trends in U. S. Wage Inequality: Re-
vising the Revisionists. The Review of Economics and Statistics, 90 (2), 300-323.
Retrieved from https://economics.mit.edu/files/586.

Beaudry, P. & Green, D. A. (2003). Wages and Employment in the United States and Ger-
many: What Explains the Di_erences? American Economic Review, 93 (3), 573—-602.
Retrieved from https://www.aeaweb.org/articles?id=10.1257/000282803322156990.

21



ISSN 2411-5584. ExonomiuHa Teopis Ta mpaBo. Ne 4 (43) 2020

Belser, P., & Vazquez-Alvarez, R. (2017). Raportul privind salariile la nivel mondial
pentru 2016/2017: Diferentele salariale la locul de munca. Biroului International al
Muncii. Geneva: BIM. Retrieved from https://ec.europa.eu/social/main. jsp?langld=e
n&catld=89&furtherNews=yes&newsld=9485.

Dustman, C., Ludsteck, J., & Schonberg, U. (2009). Revisiting the German Wage Structure.
The Quarterly Journal of Economics, 124 (2), 843—881. Retrieved from https://
econpapers.repec.org/paper/izaizadps/dp2685. htm.

Goos, M., Manning, A., & Salomons, A. (2009). Job polarization in Europe. Am. Econ.
Rev. 99 (2), 58-63. DOI: https://doi.org/10.1257/aer. 99.2.58. Retrieved from https://
onlinelibrary.wiley.com/doi/abs/10.1111/ilr. 12033.

Mishel, L., Schmitt, J., & Shierholz, H. (2013). Assessing the job polarisation explanation
of growing wage inequality. Economic Policy Institute, Working Paper, 11. Retrieved
from https://mpra.ub.uni-muenchen.de/84391/.

Song, J., Price, D. J., Guvenen, F., Bloom, N., & von Wachter, T. (2015, May). Firming
up inequality. NBER Working Paper 21199. Cambridge, MA, National Bureau of
Economic Research. Retrieved from https://econpapers.repec.org/paper/nbrnber-
wo/21199. htm.

Weil, D. (2014). The fissured workplace: Why work became bad for so many and what can
be done to improve it. Cambridge, MA, Harvard University Press. Retrieved from
https://smlr.rutgers.edu/sites/default/files/documents/faculty staff docs/10.1111-wu-
sa. 12149. pdf.

Visser, J., Hayter, S., & Gammarano, R. (2015, September 29). Trends in collective bar-
gaining coverage: Stability, erosion or decline? Labour Relations and Collective
Bargaining, Issue Brief No. 1. (Geneva, ILO). Retrieved from https://www.ilo.org/
wemspS/groups/public/---ed_protect/---protrav/---travail/documents/publication/
wems_409422. pdf.

Article details:

Received: 29 October 2020
Revised: 12 November 2020
Accepted: 20 November 2020

A.Il. BBIPKD

JIOKTOpP PKOHOMHYECKHUX HayK, rpodeccop, IKOHOMHUYECKast akajemMus MoJIoBbI
(YauBepcurer), Pecriybnuka Monnosa, r. Kummnnes

A.U. MAMAJIUTA

MpenoaBareb, JKOHOMUYecKas akaaemuss MonnoBsl (YHuBepcuret), PecmyOmmka
Mongoga, r. Kummuen

HOJAPU3SALINA PABOTBI U HEPABEHCTBO B OIIVIATE TPYJIA
B PECIIYBJIMKE MOJIIOBA
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KOTOpbIC HaHOO0JIee YacTO YIIOMHUHAIOTCS B CICIMalibHOM jauTeparype. OIHUM U3 HUX SIB-
JISIeTCS YPOBEHb 3apa0oTHOI Tiarel. B PecnyOnike MomnioBa IMEIOT MECTO 3HAaUNTEITbHBIE
pasnuuus B ypoBHE 3apabOTHOM Tu1aTe 1o cdepam (CeKropam) AITEIbHOCTH U JIOJHKHOC-
TaM (TTpoeCCHOHATEHBIM HaBBIKAM pa0odeii CHIIBI), 9YTO TIPUBEIIO K YCUIICHUIO HEPaBeH-
CTBa B oIuIaTe Tpyaa. J{jist onrcaHus MpUKIIaHOTO acleKTa MPoOIeMbl B KaUeCTBE METO/IA
HCCIICAJ0OBaHUA OBLIT HpI/IMeHéH CTAaTUCTUYECKUM METO/J C UCIIOJIb30BaHUEM I/IH(i)OpMaHI/II/I,
npenocTaBieHHo HarronanpHbIM Oropo cratucTuku Peciryommkn Mommosa. KonmmaecTBo
PabOTHHUKOB MTPOAHAIM3UPOBAHO 0 YPOBHSIM 3apabOTHOM TUIATHI, a TAKXKE M0 Hanbolee
TUIIMYHBIM OTPACIISIM JiesiTelIbHOCTU B PecnyOnuke Momiosa.

KuroueBsble cjioBa: Tpyi, padoTa, mpodecCHoHaNbHBIC HAaBBIKH, YPOBEHb KBaTHU(HKA-
LMK, 3apaboTHasl 1J1aTa, HEPaBEHCTBO B OILIaTe TPY/IA.
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HOJAPU3SALIA POBOTU TA HEPIBHICTD OIIJIATH ITPAILI
B PECITYBJIIII MOJITIOBA

IocranoBka npoodsemu. [IpoTsrom ocTaHHIX IECATHIIIT NONSPU3ALIis MpaLi y HiioMy
1 pobounx Micllb 30KpeMa Oysa TpeIMETOM JOCIiIKeHHsI 0araTboX HAyKOBIIB y Pi3HUX
KpaiHax. [CHyIOTb KiJlbKa KpUTepiiB, IKi MOKHA BpaxyBaTH MPH NOISPU3AILi] Ipalli, a came:
TEXHOJIOT14H1 3MiHH, OPI€EHTOBAHI HA KOHKPETHI NpodeciiiHi HaBUYKH, MiABUIICHHS PiBHS
OCBITH, JIEPETYISIIS TOPTiBii, PO3BUTOK CEepH MOCIYT, yIIoao0anHs poOOTONABIIIB, JAep-
JKaBHA ITOJTITHKA Ha MICIISX, OpraHi3aIliifHi 3MiHH, piBEeHb 3apIUIaTH Ta HEPIBHICTH 3apO0iT-
HOI IU1aTh TOIO. Y 1il poO0Ti MM OOrOBOPUMO MUTAHHS 3apOo0ITHOT IJ1aTH Ta i HEPIBHOCTI.

[o-nepiie, icHye cuTyallisi, KepOBaHa MOMUTOM: 3pOCTaIOUMI MOTHUT Ha mpodecii 3
BHCOKOIO Ta HU3BKOIO KBaJTi(DiKaIi€ro Ta 3ap0o0iTHOIO TUTATOO BEJE A0 MOJANBIIOTO PO3-
PUBY MiX HallBUIIIOIO Ta HAMHWKYOKO 3apOOITHOO TIATOO, TOJI SIK MOIHUT 1, BiATIOBIAHO,
3apo0iTHa Tuiara s npodeciii 13 cepeqHbOI0 KBamidikaiieto 3HWKYOThCs. [lo-npyre,
MOJIepHi3aIlist mpodeciii MOXKe BiJICTaBaTH BiJl PO3BUTKY BUIIIOT OCBITH, THM CAaMHM IIITOB-
Xal04r BUCOKOKBai(hikoBaHy poOoUy CHTy Ha HHKY1 poO0Ui MicCIis, CTBOPIOIOYH HaIMip-
HUH 3armac HaBUYOK, TI0B’3aHUX 13 TOTIPIIIEHHSM OIUIATH Mpaili. ¥ TBOPIOIOTHCSA HAAMIPHI
MIPOMO3ULIT A/ HU3bKOOIUIauyBaHUX NPO(eciii, a TATaHOBUTA poOOYa CHIIA 3aJTUILAETHCS
Ha nipodecisix cepeqHbOro piBHs KBai(ikalii, 10 Beie 10 30UIbIICHHs CepeHIX 3apIuiar.
VY npoMy BUTIAZIKY B3a€MO3B’SI30K MIXK MOJIsIpHU3aIii€io mpodeciii Ta HepiBHICTIO 3ap0oOiTHOT
IUTaTH € HeraTuBHUM. [1o-TpeTe, TeXHONOTIYHI 3MiHU MOXYTh CHPUYHHSATH 3POCTAHHS

23



ISSN 2411-5584. ExonomiuHa Teopis Ta mpaBo. Ne 4 (43) 2020

BHMOT JI0 TpodeCiHHNX HABUYOK y MeKax mpodeciid, Tl sIK pO3MHUPEHHS OCBITH Ta
3pOCTAlOYNH TTOMUT HAa HABUYIKH BUINOI OCBITH CBIAYATh MPO TEpioa 30a1aHCOBAHOTO
3pocranHs. Le Bexe mo miaBHIEHHS TPOAYKTUBHOCTI Iparli 3a BciMa mpodecisamu i, 3pe-
IITO0, JI0 BHUINOT 3ap0o0iTHOT TutaTu. Alle IpsIMUE 3B 30K HE3PO3YMITMH: 1 3apIuiara,
1 3afHATICTH 3aJIeKaTh BiJ pO3BUTKY MpodeciiiHuX HaBHYOK Yy mpodecisx, a He Bif iX 3MiH.
AHaJi3 ocTaHHIX 10CTiTKeHb i my6aikanii. HepiBHICTS 3apO0ITHOT TIIATH HAJIEKUTh
JI0 PO3MOLTY 3ap00iTHOT TIIIATH, a MOJISIPHU3aIlist pOOOYUX MiCIlb — IO PO3MOALTY 3aiHITOC-
ti. Ha nymxy . Auemorniy (D. Acemoglu) Ta [I. Aytop (D. Autor), 30ii1bL1eHHS HEPIBHOCTI
y 3apoOiTHIN TIaTi onucye 3HaYHE 301IbIIEHHS 3apOOITHOT MJIaTH y BEPXHIl YacTHUHI
po3moninay 3apo0iTHOI Tiatu mopiBHSIHO 3 HWKHBOK. M. I'yc (M. Goos), A. MeHHIHT
(A. Manning) i A. CanomoHnc (A. Salomons) yBakaroTb, 1110 TIOJISIpH3aLlis pOOOYHX MiCIb
BigoOpakae moMipHe 3MEHIICHHSI YaCTKU CEepeaHbOiT 3apo0iTHOI TIaTH MOPIBHSHO
3 pobororo BuIoro uu Huxk4oro piBas. K. lactman (C. Dustman), /Ix. Jlroncrek (J. Lud-
steck) 1 V. lllouGepr (U. Schonberg) nuiryTh 1po Te, 1110 B 0ararh0X poO3BUHEHUX KpaiHax,
BKITfOUaroun HiMeuunHy, criocTepiraeTbes 3poOCTaHHs SIK HEPIBHOCTI 3apo0iTHOT I1aTH,
TaK 1 noJIsipu3aliii poooUHX Micilb, OOUIBI TICHO MOB’SI3aHI 3 TEXHOJIOTTYUHUMH 3MIHAMH.
J171s1 TOTO 11100 TMTOSICHUTH SIBUIIIE 3pOCTAHHS HEPIBHOCTI B 3apO0iTHIN I1aTi B pe3ysbrari
JIESTKUX HEPIBHUX MPAKTHK, TOCIITHUKHA B I[ii Tally31 BUCYHYJIH JCsIKi TIMOTe3U. 30Kpema,
J1. Beitnn (D. Weil) noTpuMy€eThest TyMKH, TITO0 KOMITaHii 3 BUCOKHM PiBHEM ITPOAYKTUBHOCTI
TIePEeBEPITYIOThH 1HIII KOMIIaHii 1 MAFOTh MOYKIJIMBICTH TIPOTIOHYBATH 3HAYHO BHIITY 3apO0ITHY
IJIaTy BCIM TpalliBHUKaM MOpiBHSAHO 3 iHmmMH KommaHismu. J1. X. Aytop (D.H. Autor),
JI.@. Kan (L.F. Katz) i M. C. Kepni (M. S. Kearney) 1oBoasTh, IO SBUIIE HEPIBHOCTI
B KOMIIaHIsIX MOXK€ 3MIHIOBATHCS 3aJIe)KHO BifJ JIBOX KPHTEPiiB: po3Mipy KOMIaHIi Ta
exoHoMiuHOTO cekropy. I1. boapi (P. Beaudry) i 1. A. I'pin (D.A. Green) aHaIi3yIOTh MPAKTUKY
OKpeMHUX KpaiH II0/I0 3MEHIIICHHs piBHS HepiBHOCTI B 3aprutati. JIx. Biccep (J. Visser),
C. Xaiitep (S. Hayter) ta P. lammapano (R. Gammarano) n1ocnipkyoTh pi3HOMaHITHI
THCTUTYLIOHAJIbHI YAHHUKH PiBHS 3apOOITHOI TU1aTH Ta ii po3MoAiay B Pi3HUX KpaiHax.
dopmysoBaHHS mijei. L{e mociipkeHHs MaIo Ha METi OITUCATH B3aEMO3B 130K MiXK
MOJISIPU3AIi€l0 poOOYMX Micllb Ta HEPIBHICTIO 3apo0iTHOI tutatn B PecmyOmini Mongosa
IIJTSIXOM aHaITi3y CTPYKTYPH IOMICSYHMX 3apIUIaT, 8 TAKOXK X AMHAMIKH SIK Y HALlIOHAJTEHOMY
PO3pi3i, TaK i o OKpeMUx cdepax MisITbHOCTI.
Buxnan ocuoBHoro marepianay. Y PecnyOuini MoimgoBa CKIaaHO CIIOCTEpITaTH TIEB-
Hi TEHICHIIIT OO0 MOJIAPU3aIlii poO0UNX MiCIlh Ta HEPIBHOCTI 3apOOITHOI TUTATH, OCKiJTb-
ku HamionansHe OOpO CTaTUCTHKH HE Hamae iHpopMallii Ipo piBeHb 3apo0iTHOI TIaTh
3a KaTeropisiMu 3aifHATOCTI UM 32 PiBHEM OCBITH Ta MpodeCifHIMHI HaBHUKaMH. 3a ITUX
00CTaBHH CKIJIATHO 3HAWTH 3B’ 130K MK ITOJIIPU3AIIE€I0 pOOOUNX MiCIlh Ta HEPIBHICTIO 3a-
poOitHoi turatu. 1106 3po3yMiTH, K MONSIPU3YIOTHCS MPAIliBHUKH 3aJIe)KHO B PiBHS 3a-
poOiTHOT TUIaTH, aBTOpaMU 3IiHCHEHO MOPIBHAJIBHUI aHANI3 PO3MOALTY (CTPYKTYpH)
MPaIliBHUKIB 32 CEKTOpPaMH €KOHOMIKH 3a piBHeM 3apo0iTkiB y 2015-2019 pp. i3 Bukopuc-
TaHHAM JaHux HarionansHoro 0ropo cratuctuku PecryOniku MomoBa.
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BucHoBku. Y cTarTi BUSBIEHO Ta apTyMEHTOBAHO 0araro YMHHHKIB, SKi BEYTh JI0 TT0-
Jpu3arii podounx MicCIb 1, IK HACIIOK, IO HePiBHOCTI ¥ 3apo0iTHIiH 1utaTi y PecmyOmmirti
Monnosa. OqHUM i3 HUX € PiBEHBb OCBITH, IO IEMOHCTPY€E HaOyTi podeciiiHi HaBMUKH.
Pesynbrary mpoBeneHUX TOCIiHKEHb TTOKa3yl0Th, 0 HalHIDKYA 3apo0iTHa T1ara Oyra 3a-
(hikcoBaHa B CITLCHKOMY TOCITOJITAPCTBI Ta TOPTiBIIi, TOOTO y cdepax HisUTBHOCTI, B SKHX
MpaIftoe HU3bKOKBai(hikoBaHa poboya cria. [HIM YHHHIKOM € JIepyKaBHa MOTIiTHKA Y ce-
pi 3afHATOCTI Ta OIUIaTH Tparli: OyAb-sIKe BTPYYaHHS JIEPKaBU B TUIATOKHY chepy Moxke
301UIBIINTH 200 3MEHILIUTH HEpiBHICTh y 3apo0iTHIHM muiati abo B MeXax OfHOTO BUIY Ji-
SIIBHOCTI, 200 B pizHuX chepax. Tomy B PecryOnini Mongosa piBeHb HAHHIKYO1 3ap00iTHOT
IUIaTH B JAESKUX cepax MisubHOCTI abo A IeBHUX KaTeropiii poOOYMX MicLb CTBOPIOE
LIJIKOM OYEBHIHI JUCIPOIOPIIi B 3apIliaTi MOPIBHSHO 3 iHIIUMHU cepaMu AisUIbHOCTI YU
POOOUYHX MicCIlb, IO TPU3BOAUTH A0 30UTBILICHHS HEPIBHOCTI Y 3apO0iTHII TJIaTi.

KopoTtka anorauis 10 crarri

VY crarTi po3rIsAaeThCs MpodiieMa MoJsipu3artii poOoYHX MiCIb 1 HEPIBHOCTI B OILIATI
npani. Ha nonspusanito poboynx Miciip BIUIMBAIOThH KIJIbKa YHHHUKIB (KPUTEPIiB), sKi
HalyvacTimie 3raayloThCs B CIelianbHii giteparypi. OqHUM 13 HUX € piBeHb 3apo0iTHOL
wiatu. Y PecryOmini MomnoBa piBeHb HaWHIKYO1 3apOOITHOT TITaTH B ACSIKUX CEKTOpax
TUSTTEHOCTI a00 I IEBHUX KaTEropiii poOOYMX MICIlh CTBOPIOE TOCUTH BEIIUKI PO30iK-
HOCTI B 3apIUiaTi MOPIBHSHO 3 IHITUMHU CEKTOPaMH MisITBHOCTI 200 poOOYNMH MiCIISIMH,
110 TIPU3BEIO A0 30iIbIIeHHsT HEPIBHOCTI B OTUIATI Tpalli 1Mo Kpaini 3arajgom. J{s ommcy
MPUKJIaJHOTO aCMeKTy MpoOseMu OyB 3aCTOCOBAaHMN CTATUCTUYHUI METOA 13 BUKOPUCTAH-
HsM iHpopMmartii, Haganoi HamionansHM Oropo craructuku Pecrryonikn Momnosa. CTpyk-
Typa MpaIiBHUKIB Oyia mpoaHalli3oBaHa 3a IEBHUMHU PiBHAMH 3apO0iTHOI TUTATH, a TAKOK
3a HaOUIBII TUIIOBUMH Taly3sMH JisuibHOCTI B PecmyOnini Monnosa.

KurouoBi ciioBa: mpatst, podota, npodeciiini HaBU4KH, piBeHb KBamidikarii, 3aprmia-
Ta, HEPIBHICTH 3apO0ITHOT MIaTH.
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