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NAVIGATING THE ECONOMY:  

What Every Business Leader Needs to Know about 
Business Economics – Labour and Employment 

 

Introduction: The Economic Compass for Leadership 

In a world defined by volatility, uncertainty, complexity, and 
ambiguity—often summarized as VUCA—business leaders face the 
daunting task of navigating economic currents that are constantly 
shifting. Among the many dimensions of business economics, the 
labour and employment domain remains one of the most decisive. 
Labour is not merely a factor of production—it is the living, thinking, 
and adaptive force that drives productivity, innovation, and 
organizational resilience. 

The essence of navigating the economy lies in understanding how 
macroeconomic forces, microeconomic decisions, and labour 
dynamics interact to shape organizational outcomes. Business leaders 
must not only read economic indicators but also interpret their 
implications for workforce planning, employment strategies, and 
human capital investments. In this sense, economics becomes a 
navigational science—one that aligns data with decisions, policy with 
practice, and people with performance. 

 

 



Rudy C Tarumingkeng:  NAVIGATING THE ECONOMY: What Every 
Business Leader Needs to Know about Business Economics —  

Labour and Employment 

 

4 

Chapter 1: Business Economics in Context 

1.1 The Nature of Business Economics 

Business economics is an applied branch of economics that studies 
how firms make decisions under conditions of scarcity, competition, 
and market change. It bridges the gap between abstract economic 
theory and the practical realities of business management. It 
encompasses issues such as cost analysis, pricing, production, labour, 
investment, and risk. 

In essence, business economics helps leaders answer key questions: 

• How should a firm allocate its resources efficiently? 

• How do wages, productivity, and employment policies affect 
competitiveness? 

• How does the external economic environment influence internal 
decision-making? 

1.2 The Interconnection of Labour and the Economy 

Labour markets are not isolated systems; they are mirrors of the 
broader economy. When GDP expands, employment typically rises; 
when contraction occurs, layoffs follow. Yet, beyond these cyclical 
patterns, structural transformations—such as digitalization, 
automation, and demographic shifts—are redefining the nature of work 
itself. Leaders must therefore recognize that economic literacy is not 
optional; it is integral to strategic foresight. 

 

 

Chapter 2: Understanding Labour Economics 

2.1 Labour as a Dynamic Resource 

Labour economics examines the interaction between employers and 
employees, the determinants of wages, and the functioning of labour 
markets. Unlike physical capital, labour is embedded in human 
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beings—each possessing motivation, creativity, and preferences. This 
human element introduces both complexity and opportunity. 

From the classical models of Adam Smith and David Ricardo to modern 
behavioural economics, the view of labour has evolved from a “cost 
factor” to a “strategic asset.” In knowledge economies, intellectual 
capital often surpasses physical capital in creating value. 

2.2 Labour Supply and Demand 

The equilibrium between labour supply and demand determines 
employment levels and wage rates. Labour supply is influenced by 
demographic trends, education levels, and social norms; labour 
demand, on the other hand, depends on technological change, industry 
structure, and firm strategies. 

For instance: 

• Automation reduces demand for routine jobs but increases 
demand for high-skill digital roles. 

• Globalization expands labour supply through outsourcing and 
international mobility. 

• Demographic aging shrinks the workforce in advanced 
economies but increases the dependency ratio. 

Understanding these forces allows business leaders to anticipate skill 
shortages, wage pressures, and workforce reconfiguration needs. 

 

 

Chapter 3: The Changing Nature of Employment 

3.1 From Industrial Labour to Knowledge Work 

In the industrial era, employment was characterized by stability, 
standardization, and hierarchy. Today’s digital economy replaces these 
with agility, creativity, and project-based collaboration. Employment 
contracts are being replaced by employment ecosystems. 
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The rise of the gig economy, freelance platforms, and remote work 
models demonstrates that flexibility has become both a competitive 
advantage and a challenge for labour regulation. 

3.2 Employment in the Age of Automation and AI 

Artificial Intelligence (AI) and automation are transforming labour 
markets. Routine cognitive and manual tasks are increasingly 
performed by machines, while new human roles are emerging in areas 
requiring judgment, empathy, and creativity. 

A McKinsey report estimates that by 2030, up to 30% of current jobs 
could be automated, but new ones will also emerge in data science, 
health care, green technology, and human-centered services. The net 
effect of automation will depend on how economies and organizations 
invest in reskilling and human capital. 

 

 

Chapter 4: Wages, Productivity, and Competitiveness 

4.1 The Wage-Productivity Nexus 

Wages reflect not only labour supply and demand but also productivity 
growth. In an ideal equilibrium, wages increase with productivity, 
ensuring both fairness and competitiveness. However, in many 
economies, the productivity-wage gap has widened—productivity 
rises faster than wages, leading to income inequality and social tension. 

Business leaders must recognize that fair compensation is not merely a 
moral issue but a strategic one. Organizations with equitable pay 
structures and transparent wage policies tend to attract better talent 
and sustain higher employee engagement. 

4.2 Human Capital and Innovation 

Innovation-driven growth depends on investment in human capital. 
According to the OECD, countries and firms that invest in education, 
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training, and health enjoy higher long-term productivity. For firms, this 
translates into better innovation outcomes and adaptability during 
crises. 

The equation can be summarized as: 

Innovation = f(Human Capital, Organizational Learning, Economic 
Stability) 

Thus, business economics and human resource management must be 
intertwined. 

 

 

Chapter 5: Employment Policies and Labour Institutions 

5.1 The Role of Government and Regulation 

Labour markets operate within institutional frameworks—laws 
governing minimum wages, working hours, unions, and social 
protection. Governments play a dual role: protecting workers’ rights 
while ensuring business flexibility. 

Sound labour policies can stimulate inclusive growth, whereas rigid or 
outdated regulations may discourage investment. Leaders must 
therefore engage with public policy—not as passive observers, but as 
informed stakeholders. 

5.2 Collective Bargaining and Industrial Relations 

Unions and employer associations form the backbone of industrial 
relations. Effective dialogue between labour and management prevents 
conflict and builds trust. Modern labour relations increasingly adopt 
collaborative bargaining approaches, emphasizing shared productivity 
gains rather than zero-sum wage battles. 
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Chapter 6: Globalization, Migration, and Employment Shifts 

6.1 The Global Labour Market 

Globalization has reshaped employment geography. Manufacturing has 
migrated from high-cost economies to low-cost ones; service sectors 
have become transnational through digital platforms. The offshoring 
and outsourcing phenomena reflect comparative advantage in action 
but also generate inequalities and job displacement. 

6.2 Labour Mobility and Brain Drain 

Migration flows affect both origin and destination economies. While 
developing countries suffer from “brain drain,” advanced economies 
benefit from high-skill immigration. Ethical and sustainable mobility 
policies are needed to balance these effects. 

For business leaders, this means leveraging global talent 
ecosystems—recruiting diverse skills across borders while supporting 
local workforce development. 

 

 

Chapter 7: Technological Transformation and the Future of Work 

7.1 Digitalization and Platform Economies 

Digital platforms like Uber, Grab, and Upwork illustrate the 
platformization of labour. These models enable flexible income 
opportunities but often blur traditional boundaries of employment 
protection. The rise of algorithmic management introduces new 
challenges for transparency and fairness. 

7.2 AI and Human Augmentation 

Rather than replacing humans, AI can augment human capabilities. 
Human–AI collaboration enables smarter decision-making, predictive 
maintenance, and personalized services. Leaders must design 
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augmented workplaces where technology amplifies human creativity 
rather than suppressing it. 

 

 

Chapter 8: Labour Market Challenges: Inequality and Informality 

8.1 Income and Opportunity Inequality 

Economic growth without inclusivity leads to inequality. The top 10% of 
earners in many countries now command over half of total income. 
Inequality erodes social cohesion and limits consumer demand—
creating a feedback loop that undermines growth itself. 

8.2 The Informal Economy 

In emerging economies like Indonesia, over 50% of the workforce 
remains informal. Informality limits productivity, tax revenue, and 
access to social protection. Business leaders operating in such contexts 
must innovate employment models that bring informal workers into 
formal value chains through training, certification, and digital 
inclusion. 

 

 

Chapter 9: Employment Strategies for Business Leaders 

9.1 Workforce Planning under Uncertainty 

Modern organizations must plan their workforce strategically—aligning 
skills with future market demands. Techniques like scenario planning, 
skills mapping, and data-driven HR analytics help firms adapt to 
economic cycles and technological disruptions. 

9.2 Building a Learning Organization 

Peter Senge’s concept of the learning organization applies directly to 
labour economics. Firms that continuously learn, unlearn, and relearn 
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are better equipped to navigate global shocks. Continuous upskilling 
and career mobility programs transform employment from a static 
contract to a dynamic partnership. 

 

 

Chapter 10: Sustainable Employment and the Green Economy 

10.1 The Rise of Green Jobs 

The transition toward sustainability is generating new forms of 
employment—green jobs in renewable energy, waste management, and 
sustainable agriculture. According to the ILO, over 24 million green jobs 
could be created globally by 2030 through sustainable practices. 

10.2 Corporate Responsibility and Employment Ethics 

Sustainable employment requires not only environmental awareness 
but also ethical labour practices—fair wages, gender equality, and 
occupational safety. ESG (Environmental, Social, Governance) 
frameworks increasingly hold corporations accountable for their 
employment footprint. 

 

 

Chapter 11: Labour, Economics, and Leadership 

11.1 The Economics of Leadership Decisions 

Every major leadership decision—whether to invest, expand, or 
automate—has economic and employment implications. Leaders must 
integrate economic reasoning into their strategic mindset. This involves 
balancing efficiency with equity and growth with inclusivity. 

11.2 The Human-Centered Economic Mindset 

The most successful leaders of the 21st century recognize that 
economic navigation is not merely about profit maximization but about 
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value creation—economic, social, and human. They see labour not as 
cost but as capital; employment not as obligation but as opportunity. 

 

 

Chapter 12: Case Studies in Labour and Employment 

12.1 Indonesia: Navigating Labour Reform 

Indonesia’s Omnibus Law on Job Creation (2020) sought to simplify 
regulations and attract investment while addressing unemployment. 
The policy faced both praise and criticism—reflecting the delicate 
balance between economic flexibility and worker protection. 

12.2 Germany: The Dual Vocational System 

Germany’s model combines education and apprenticeships, producing 
a highly skilled labour force and low youth unemployment. This system 
shows how aligning education with industry needs can strengthen both 
labour markets and competitiveness. 

12.3 Japan: Lifetime Employment and Evolution 

Japan’s traditional lifetime employment model fostered loyalty and 
stability but is now adapting to global competition. The balance 
between security and flexibility remains a central challenge in labour 
economics. 

 

 

Chapter 13: Crisis, Recovery, and Resilience 

13.1 Employment during Economic Downturns 

Recessions test the resilience of labour markets. During the COVID-19 
crisis, millions lost jobs, but the recovery showed that flexible 
employment systems and digital readiness mitigated long-term damage. 
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Governments that adopted wage subsidies and remote work support 
accelerated recovery. 

13.2 Building Economic and Labour Resilience 

Resilience means adaptability. Firms that invest in multi-skilled 
workers, flexible contracts, and hybrid work systems can withstand 
shocks better than those rigidly structured. Employment resilience is 
thus an economic survival strategy. 

 

 

Chapter 14: Measuring Labour Performance 

Key indicators include: 

• Unemployment Rate (UR) 

• Labour Force Participation Rate (LFPR) 

• Employment Elasticity of Growth 

• Wage Share in GDP 

• Productivity per Worker 

Leaders who understand these metrics can anticipate policy shifts, 
wage pressures, and talent market dynamics—allowing for informed 
business strategies. 

 

 

Chapter 15: The Ethics of Labour and Employment 

Ethical employment encompasses more than compliance; it includes 
dignity at work, non-discrimination, and purpose-driven leadership. 
Business ethics and labour economics intersect when leaders ask: Are 
we creating jobs that sustain both people and the planet? 
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Chapter 16: The Future of Labour Economics 

16.1 From Employment to Empowerment 

The future of work will be defined by empowerment—employees as co-
creators of value. Economic systems that enable lifelong learning and 
social mobility will outperform those that rely on exploitation. 

16.2 Towards Human-Centric Capitalism 

The emerging paradigm, often called stakeholder capitalism, integrates 
economic efficiency with human welfare. Leaders must navigate this 
moral economy with wisdom—balancing shareholder interests with 
societal good. 

 

 

Conclusion: Leading with Economic Literacy and Human Vision 

To navigate the economy is to master the art of decision-making in a 
world of scarcity and change. Business leaders who understand 
business economics—particularly labour and employment—possess a 
compass that points toward sustainable prosperity. 

They recognize that: 

• Economic systems exist for human flourishing. 

• Employment is not merely a cost but a calling. 

• Leadership requires the synthesis of analysis and empathy. 

Thus, the true measure of leadership in business economics is not how 
well one reads financial statements, but how wisely one reads 
humanity within the economy. 
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        Reflection and Discussions:  
Navigating the Economy — Labour and Employment 

 

1. Labour as the Soul of the Economy 

In reflecting upon the intricate link between labour and economics, one 
arrives at a profound realization: the economy is not merely a system 
of production and consumption—it is a system of people. Machines 
may produce, and capital may finance, but only human beings can 
innovate, adapt, and sustain value creation. 

Labour is therefore not a “cost” to be minimized, but a living 
investment to be cultivated. When policies or leaders treat labour 
solely as a variable input, they reduce human dignity to statistics. But 
when labour is regarded as the soul of the economy, productivity 
becomes a reflection of human potential, not exploitation. 

As automation and AI redefine the contours of employment, this 
humanistic view must guide economic strategy. The real challenge of 
the digital age is not unemployment per se, but the displacement of 
meaning in work—how humans find purpose when machines take over 
tasks. Business leaders must thus build organizations where work 
remains a form of dignity, learning, and social contribution. 

 

2. The Ethical Compass of Economic Leadership 

The intersection between economics and ethics is often 
underexplored in management education. Yet, in practice, every 
economic decision—whether about wages, layoffs, or automation—has 
moral implications. 

The reflective leader must ask: 

• What kind of economy am I helping to build? 

• Whose interests does this policy serve? 
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• Do our employment practices uplift or undermine human welfare? 

These are not rhetorical questions—they are strategic imperatives. 
Ethical leadership recognizes that the market economy must coexist 
with moral economy. When efficiency overshadows equity, trust in 
institutions erodes. Conversely, when justice is embedded in economic 
structures, both society and business thrive. 

Therefore, to navigate the economy responsibly, leaders must cultivate 
economic literacy with ethical vision—a dual lens that sees both 
profit and purpose, productivity and people, GDP and GNH (Gross 
National Happiness). 

 

3. Labour Policy and the Quest for Balance 

Policies shape the direction of labour markets. Over-regulation can 
stifle innovation, while deregulation can breed inequality. The art of 
governance lies in finding equilibrium between flexibility and 
protection. 

Reflecting on Indonesia’s Omnibus Law on Job Creation, or similar 
reforms in other developing nations, reveals the tension between 
attracting investment and protecting workers’ rights. Policymakers 
often face the paradox of enabling growth while ensuring inclusion. 

The way forward is to adopt adaptive policy design—where laws evolve 
in step with technology, demographics, and social change. Rather than 
static frameworks, we need dynamic labour institutions capable of 
continuous dialogue between the state, employers, and workers. 

This process must also be participatory. Economic governance cannot 
remain technocratic; it must be democratic, involving the voices of 
those who live the realities of employment every day. 
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4. Globalization, Inequality, and the Future of Work 

Globalization has been both a blessing and a burden. It has expanded 
trade, lifted millions out of poverty, and created new industries. Yet it 
has also widened inequality and weakened labour’s bargaining power 
in many countries. 

Reflecting on this duality leads to an essential insight: global 
integration must be balanced with local empowerment. Nations like 
Indonesia, Vietnam, and India stand at a crossroads—benefiting from 
global production networks, yet vulnerable to shifts in demand and 
automation. 

To navigate this landscape, leaders must foster resilient local 
economies—by investing in skills, supporting SMEs, and building 
technological sovereignty. A nation’s competitiveness in the 21st 
century will no longer depend on cheap labour, but on creative, 
adaptive, and digitally literate human capital. 

Thus, “navigating the economy” today requires more than 
macroeconomic management—it demands human development as 
economic strategy. 

 

5. Employment as a Social Contract 

Employment is not just an economic transaction—it is a social contract 
between workers, employers, and society. This contract, however, is 
under strain. The gig economy, remote work, and algorithmic 
management have redefined what it means to “have a job.” 

The challenge is to reinvent this social contract without losing the 
protections that made formal employment a foundation of stability. 
Leaders must ask how to ensure fair pay, social insurance, and mental 
well-being in a fragmented labour landscape. 

A new employment philosophy is emerging—one that blends flexibility 
with fairness, autonomy with accountability. This shift requires a 
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renewed ethical foundation in HR management, where human rights 
are embedded in business models, not appended as corporate social 
responsibility. 

 

6. Learning Organizations and the Economics of Adaptability 

In the face of continuous disruption, adaptability has become the new 
productivity. Peter Senge’s learning organization model provides a 
valuable metaphor: companies that learn faster than their environment 
will thrive; those that resist change will fade. 

In labour economics terms, this means that lifelong learning is no 
longer optional—it is the currency of employability. Every individual, 
from factory worker to CEO, must view learning as an investment, not a 
cost. 

The moral implication is profound: society must ensure equal access to 
education and re-skilling. Otherwise, the digital divide will deepen into 
a social divide. Economic systems must evolve from “labour markets” 
to “learning ecosystems,” where talent mobility and knowledge 
circulation sustain growth. 

 

7. The Labour–Economy Nexus: From Policy to Prosperity 

The visual model “Labour–Economy Nexus: Policy → People → 
Productivity → Prosperity” captures a cyclical truth: 

• Sound policy creates enabling conditions. 

• Empowered people generate creativity and innovation. 

• Sustained productivity fuels economic expansion. 

• Shared prosperity reinforces trust and stability. 

Breaking this cycle at any point—through poor governance, skill 
stagnation, or inequality—leads to economic fragility. 
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Thus, the leader’s role is not only to optimize production but to 
orchestrate balance among these four elements. 

This nexus is as moral as it is managerial: an economy that uplifts 
people produces prosperity that endures. 

 

8. The Human Face of the Fourth Industrial Revolution 

As the Fourth Industrial Revolution accelerates, machines gain 
intelligence, but humanity must gain wisdom. Artificial Intelligence, 
automation, and digital platforms can liberate workers from 
monotony—but only if guided by values that protect dignity and 
inclusion. 

The central reflection here is that technology should serve humanity, 
not replace it. Economic systems must be designed to amplify human 
potential, not erode it. Employment, in this new era, should evolve into 
“empowerment”—where creativity, empathy, and collaboration are the 
new factors of production. 

Business leaders, educators, and policymakers share responsibility for 
building this new paradigm of Human–Tech Symbiosis. The future of 
labour economics will depend on how well we humanize progress. 

 

9. Toward a Human-Centered Economic Philosophy 

Ultimately, the reflection leads us back to first principles: economics is 
a social science—a moral narrative about how we live together. When 
labour and capital, policy and people, efficiency and equity are 
harmonized, economies flourish sustainably. 

Leaders of the future must embody economic literacy with human 
empathy. The power of leadership is not in controlling markets but in 
shaping moral markets—systems that honor human potential and 
community welfare. 
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In the words of Amartya Sen, “Development is freedom.” Freedom, in 
this context, means the ability of people to choose meaningful work, to 
live with dignity, and to contribute to a shared prosperity. 
That is the ultimate purpose of navigating the economy—not just to 
survive, but to ensure that all may thrive. 

 

10. Discussion Questions for Academic and Strategic Dialogue 

1. How can business leaders balance efficiency and fairness in 
labour management without undermining competitiveness? 

2. In what ways does technology challenge traditional labour 
contracts and employment ethics? 

3. What policies are most effective in aligning human capital 
development with the demands of the digital economy? 

4. How can developing nations leverage demographic dividends 
without falling into inequality traps? 

5. What role should corporations play in shaping future employment 
ecosystems beyond profit motives? 

6. How might AI and automation redefine the meaning of “work” and 
“productivity”? 

7. How can education systems prepare future generations for jobs 
that do not yet exist? 

8. What forms of social dialogue are needed to renew the 
employment contract in platform economies? 

9. How can ESG principles transform labour relations and economic 
governance? 

10. In the long term, can prosperity be sustained without 
redefining growth to include well-being and equity? 
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      Final Reflection 

To navigate the economy is to hold a compass that points not only 
toward growth but toward justice, learning, and human dignity. 
The true measure of a successful economy is not the wealth it 
generates but the lives it enriches. 

Hence, leadership in the age of global transformation must be guided by 
the conviction that: 

“People are not a means to profit — they are the very purpose of the 
economy.” 
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     Glossary:  
Navigating the Economy — Labour and Employment 

 

A 

Aggregate Demand (AD): 
The total demand for goods and services in an economy at a given 
overall price level during a given period. 

Automation: 
The use of technology—particularly robotics and AI—to perform tasks 
previously carried out by human labour. 

 

B 

Behavioural Economics: 
A field of study that combines psychology and economics to explore 
how individuals actually make decisions—often deviating from purely 
rational behavior. 

Brain Drain: 
The emigration of highly skilled or educated individuals from one 
country to another, leading to loss of human capital in the origin 
country. 

Business Cycle: 
The natural rise and fall of economic growth that occurs over time, 
typically measured by changes in GDP and employment. 

 

C 

Collective Bargaining: 
Negotiation between employers and a group of employees (often 
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represented by unions) to determine employment terms such as wages, 
hours, and conditions. 

Comparative Advantage: 
An economic principle suggesting that nations should specialize in 
producing goods for which they have lower opportunity costs. 

Corporate Social Responsibility (CSR): 
A business model that integrates social and environmental concerns 
into company operations and interactions with stakeholders. 

 

D 

Demographic Transition: 
The process by which a country's population changes from high birth 
and death rates to low birth and death rates, affecting labour supply 
and economic structure. 

Digitalization: 
The integration of digital technologies into everyday life and business, 
fundamentally transforming work processes and labour markets. 

 

E 

Elasticity of Employment: 
A measure of how employment levels respond to changes in economic 
output. 

Employment Elasticity of Growth: 
Indicates how much employment changes for every 1% change in GDP. 

ESG (Environmental, Social, Governance): 
A framework used to evaluate corporate performance on sustainability 
and ethical impact. 

 

F 
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Fiscal Policy: 
Government policy related to taxation and spending aimed at 
influencing economic activity and employment levels. 

Flexible Employment: 
Work arrangements that allow variation in working hours, location, and 
job contracts (e.g., remote work, gig work, freelancing). 

 

G 

Gig Economy: 
A labour market characterized by short-term contracts or freelance 
work as opposed to permanent jobs. 

Global Value Chain (GVC): 
The full range of activities that firms and workers perform to bring a 
product from its conception to end use and beyond, often spanning 
multiple countries. 

 

H 

Human Capital: 
The collective skills, knowledge, and experience possessed by 
individuals, regarded as a form of economic value. 

Hybrid Work Model: 
A flexible work arrangement combining in-office and remote work 
structures. 

 

I 

Informal Economy: 
Economic activities that are not regulated by the government and often 
lack social protection and formal contracts. 
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Innovation Economy: 
An economy driven by knowledge, creativity, and technological 
advancement rather than traditional industrial production. 

Inclusive Growth: 
Economic growth that is distributed fairly across society and creates 
opportunities for all segments of the population. 

 

L 

Labour Economics: 
The study of the dynamics between employers and employees, focusing 
on wages, employment, and productivity. 

Labour Force Participation Rate (LFPR): 
The percentage of the working-age population that is either employed 
or actively seeking work. 

Lifelong Learning: 
An ongoing process of acquiring skills and knowledge throughout one’s 
career to remain competitive in changing job markets. 

 

M 

Minimum Wage: 
The legally mandated lowest hourly, daily, or monthly wage that 
employers may pay workers. 

Monetary Policy: 
Actions by central banks to control the money supply, interest rates, 
and inflation to stabilize the economy. 

 

P 
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Platform Economy: 
An economic system based on digital platforms facilitating exchanges 
between users, such as ride-sharing, freelancing, and e-commerce. 

Productivity: 
A measure of efficiency, calculated as the output produced per unit of 
input (labour, capital, or both). 

Prosperity Index: 
A composite indicator that measures economic growth, social welfare, 
and human well-being. 

 

R 

Reskilling: 
Training employees in new skills to meet changing job requirements 
due to technological or market shifts. 

Remote Work: 
Performing job duties from a location other than the traditional office, 
enabled by digital communication technologies. 

 

S 

Social Dialogue: 
Negotiation, consultation, and exchange of information between 
employers, workers, and governments on economic and labour issues. 

Structural Unemployment: 
Long-term unemployment resulting from mismatches between workers’ 
skills and the skills demanded by employers. 

Sustainable Employment: 
Employment that provides fair wages, job security, and safe working 
conditions while supporting long-term environmental and social 
sustainability. 



Rudy C Tarumingkeng:  NAVIGATING THE ECONOMY: What Every 
Business Leader Needs to Know about Business Economics —  

Labour and Employment 

 

27 

 

T 

Technological Unemployment: 
Job loss resulting from automation and technological change that 
substitutes human labour. 

Talent Mobility: 
The movement of skilled workers across sectors, firms, or countries, 
contributing to knowledge transfer and innovation. 

 

U 

Underemployment: 
A situation where workers are employed less than they would like or in 
roles that underutilize their skills. 

Unemployment Rate: 
The percentage of the labour force that is jobless and actively seeking 
employment. 

 

W 

Wage-Productivity Gap: 
The divergence between wage growth and productivity growth, often 
leading to income inequality. 

Workforce Analytics: 
The use of data and statistical methods to analyze employee 
performance, turnover, and workforce trends for strategic HR planning. 
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