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The research is devoted to the study of the theoretical aspects of the behaviour of employers in the
labour market and methodological approaches to modelling this behaviour. The modern scientific
postulates describe the behaviour of market participants in conditions of perfect competition as well
as imperfect competition, defining the possibilities, roles and functions of each subject of labour
relations. Based on standard and behavioural theories, the main problems of the relationship of
subjects in the labour market are considered. Modelling as a method that means learning of behaviour
has been defined. This research considers the modelling in which identity and background inform
decision-making. The experience of business cooperation of labour market participants, multi-
sectoral partnerships in industries is expected as the basis for modelling the behaviour of employers.
Framework has been defined as a methodological tool that will provide better behavioural models for
employers in both the short and long term.
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JlocrioxeHHsT MPUCBSYEHO BUBHEHHIO MEOPEMUYHUX acriekmis MosediHku pobomooasyig Ha PUHKY
rpayi ma Memoou4HUX Mioxodis 0o MOOe/ItoBaHHs yiei nosediHku. CydacHi Haykosi mocmysiamu oru-
Ccyromb r0Be0iHKY y4acHUKIB PUHKY B yMOBaxX OOCKOH&/T0f ma HeOOCKOHasI10i KOHKYPEeHUji, BU3HaYa-
04U MOXUTUBOCT, Posii ma ghyHKUIi KOXHO20 cy6’ekma mpyodosux BIOHOCUH. MoHoronizayisi PUHKY
jpobomodasysimu documb 3HayHa, Wo O03BO/ISIE M CYmMMEBO B/IUBAMU HA PUHKOBUU MeXaHi3Mm i
3HWXYyBamu piseHb or/iamu npayji Ha 8ot KopuCMmb. Ha 0CHOBI K/iaCu4HUX ma rosediHKoBoi meo-
pili po32/15IHymo OCHOBHI MPo6b/ieMuU B3aEMOBIOHOCUH Cy6'€KMIB 20Cr00aprosaHHs, NpayisHUKi8 ma ix
06'e0HaHb, OpaaHis 0epxasu Ha PUHKY rpayj, Uo 06yMOB/TIMb aKmyasibHICMb PO3POOKU M0BEdiH-
Kosux mModesieli 3 Memoro adanmauyjii 00 pUHKOBUX mpaHcghopmayil. ModesoBaHHST BUSHAYAEMBLCS
SIK MemMOoO BUBYEHHS MOBEOIHKU. B 00C/lIOXeHHI po3e/isidaembCsi MOOE/IHOBAHHS, Y SIKOMy i0eHmuY-
Hicmb po6omodasyis ma ix MoXoeHHs B/IUBaKOMb Ha MPUUHAMMS pilueHb. 3Ha4Ha ysaza npu-
difleHa cy4acHUM rioxodam W00 MOOE/IHOBaHHSI M0BEOIHKU POBOMOoOasyis Ha OCHOBI MOCMYNoBO20
Y3200KeHHs1 iHmepecis, yrnodobaHb, yMiHb | Tompeb MiX y4acHUKaMu PUHKY npayi. ModestosaHHs
rosediHKu pobomodasyis 6asyemscsi Ha 0ocsioi 0i/108020 CriBPOBIMHUYMBA y4acHUKI8 PUHKY npayj,
b6acamoaasty3e8020 MapmHepcmsa 8 2a/y3siX. 3asHayeHo, WO BIOHOCUHU MiX pobomodasysmu
i KOMIeMeHMHUMU OepXasHUMU opaaHamMu MOXymb 6ymu akmusHUMU i nacusHUMU. HasisHicmb
HOpMamuBHO-MPasoBUX ma IHCmuUmyyitiHux obMexeHsb, 3 00H020 6OKY, MPU3B0OUML 00 YCK/Ia0HEeHb
Y BIOHOCUHaX i ducbanaHcy iHmepecis, a 3 iHWo20 — A0380/15IE 3HAX0OUMU KOMITPOMICHI PILIEHHS].
Bubip modesii nosediHku 6yde 3as1iexamu 8i0 cmpameaidHuX yisied, cmyreHsi OXOM/IeHHST PUHKY,
rn1aHysaHHs ma POSMILEHHS BUPOBHUYMBA, K/IIYOBUX NapmHepis ma iHWux ¢ghakmopis. Bpaxo-
ByHOHU OOMIHYBaHHSI Ha PUHKY npayi HEOOCKOHa/T0l KOHKYPEHMHOI cucmemu, C/1io 3a3Haqumu Mox-
/iUy mpaHcghopmayiro Mooesii osediHku. ModesirosaHHS nosediHKU pobomodasyis 3a 00roMo200
¢bpeliMBOpKIB IHCMPYMEHMIB BUSHAYEHO akmyasibHUM Yepe3 0emMoapacbidHi, Ky/lbmypHi ma oC8imHi
pusuKku. dpeliMsopk 6y/10 BUSHAYEHO K MEMOO0/I02i4HUl IHempyMeHm, siKuli 3abe3nedums BUGID
onmumasibHoi Moderii MosediHku A/1s1 pobomooasyis sk y KOPOMKOCMPOKOBIl, mak i 8 00820CMpo-
KoBill nepcrekmusi.

KntouoBi cnoBa: rmosediHka pobomodasysi, pUHOK npayj, ¢hpeliMBopkK, MoOesIoBaHHSI, MOBEOIHKOBI
Mooeyii.

Formulation of the problem. Modern conditions
of informatization and digitization have expanded the
sphere of freedom of labour market subjects, which
has led to the restructuring of economic behaviour.
New rules of behaviour are formed under the pressure
of many negative factors, such as the poverty of
the working population, inequality in the income
distribution, discrimination in wages, shadow forms
of wages and employment, illegal and interregional
migration, labour exploitation, shortage and surplus
of personnel, which determines the imperfect nature
competition in the labour market.

The effectiveness of market transformations
depends on the adequate integration and adaptation
of the most important components of the behaviour of
subjects to new economic formations and institutions.

Technological advantage, scale economies, and
multinational corporations seem to be playing growing
roles in the development of social and labour relations.
All of these gives rise to new types of behaviour in the
new system of markets, which significantly affect the
economy.

Analysis of recent research and publications.
The complexity of social and labour relations arising
between labour market participants, their regulation
and forecasting is the subject of scientific interest
of a number of outstanding researchers. The
fundamental theoretical aspects and particularities
of the functioning and modelling of the labour market
were highlighted in the works of foreign and Ukrainian
scientists such as O. Blanchard, D. Boginya,
J. Breitung, K. Carstensen, O. Damette, D. Emerson,
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V. Fedorenko, C. Fischer, D. Gali, K. Granger,
M. Gustavsson, B. Hansen, O. llyash, T. Jakobson,
A. Kolot, D. Kuaga, E. Libanova, Yu. Marshavin,
G. Mazhara, A. Niebuhr, M. Oliskevych, I. Petrova,
D. Piel, A. Speight, T. Terasvirta, T. Umanets,
A. Varne, A. Vredin and others. Although there are the
significant results of the study of the labour market, it
should be noted that the issues of economic subjects'
behaviour are discussed and not sufficiently studied
enough.

Statement of work. The aim of the research is
to study theoretical approaches and methodological
tools for behaviour modelling of employers on the
labour market.

Presentation of the main material of the study.
The dynamics of the functioning and development of
the LABOUR MARKET as a system of relations, taking
into account disturbances and shocks, is usually
based on theoretical aggregated models. Numerous
theoretical concepts and methodological approaches
consider macroeconomic models of the labour market
(for example, neoclassical and Keynesian theories).
They are aimed at the opportunity to understand
and improve labour relations between employers,
employees, governments and trade unions and their
influence on the dynamics wages, consumption,
productivity, employment and unemployment and
other problems.

It should be noted, that the market of perfect
competition considers the wages of workers of
a certain qualification as the result of balancing
the aggregate demand with the supply of labour.
This does not depend on the characteristics of a
particular employer in a competitive labour market.
The behaviour of the participants cannot significantly
affect the size of economic interests relative to the
competitive level. Standard economic analysis
assumes that the individual behaviour of labour market
participants has competitive advantages through
the use of selfishness, that is, self-consumption or
realization of economic interest, which is included in
the utility function.

The standard model of a competitive labour
market is based on the assumption of well-defined
and complete employment contracts, while real
employment relationships are often characterized
by incomplete contracts in which many aspects
of the employer-employee interaction are not
defined. Temporary contracts are systematically
used to circumvent labour market rules related to
permanent employment. In this case, employers
are at a disadvantage due to their dependence
on highly skilled labour and on-the-job training.
In particular, effort is usually undiminished, which
means that building a sufficiently motivated workforce
is the key to firm productivity. As a first reaction,
one might think that this must mean that pay for
performance is widespread. And the effective use
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of explicit incentives is limited to a narrow set of
professions.

However, the classical model is a normative
construct and does not work in modern conditions.
In addition, it should be pointed to a deviation in the
behaviour of economic agents in the labour market
from the classical competitive model. On the one
hand, the monopolization of the market by employers
is quite significant and this allows employers to
intervene in the market mechanism and reduce the
level of wages in their favour. This type of labour
market has been defined as imperfect competition.
In this case it can determine the level of demand for
labour less than the inelastic supply of labour.

On the other hand, the presence of state regulation
and the need to comply with social responsibility form
prerequisites for creating compromise approaches.
The evidence indicates that a significant proportion
of employers also care about the economic benefits
of others and that the existence of heterogeneous
social preferences has an important behavioural
impact. There are also approaches for negotiation
modelling, which have been to study the behaviour of
employers, particularly at the local level. According to
this model, each side of the negotiation process has
a certain freedom and authority to act in the field of
social and labour relations with the maximization of
its own utility function.

Nowadays, the relevance of behavioural theories
and models are increasing. Changing values and
the growing ability of consumers to express these
values are also transforming business models and
employment. Modern forms of workers’ organization,
such as digital freelancers’ unions, and updated
labour market regulations are beginning to emerge
to complement these new organizational models.
Studying the behaviour of employers and the
characteristics of their preferences leads to a
new understanding of important labour market
phenomena. The challenge for employers, individuals
and governments alike is going to be to work out
ways and means to ensure that the changing nature
of work benefits everyone.

Modelling is a method which means learning of
behaviour. Modelling as a research method allows
displaying the existing organized system with internal
and external connections and to develop scenarios
of behaviour, predict and evaluate changes in
given conditions. When a producers observe the
behaviour of customers and then use the relaying
behaviour, and also it relate to employers and em-
ployees. This method is known as observational
studying.

The modern models of the gradual alignment of
interests, preferences, skills and needs between
labour market subjects are developing. These
approaches draw on anthropology, ethnography, and
leadership research and use quantitative, qualitative,
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and computational models as methods for researching
and testing ideas. A lot of employers benefit through
diverse tools of solving work related problems which
lead to improved employment relations.

Today, studies of organizational behaviour in the
labour market have turned into modern approaches
to the formation of an effective business structure
and decision-making theory. The new frontiers of an
employer's behaviour are the cultural components
of the organization, such as how race, class,
and gender roles influence group formation and
performance.

This research considers the modelling in which
identity and background inform decision-making.
The value of the behavioural modelling approach lies
not only in the fact that it can increase the accuracy
of forecasts of the development of demand in the
labour market, but also in the fact that it can offer new
tools that can be used by regulatory subjects and
participants in social and labour relations.

The method begins with assumptions about
economic behaviour, and maintains them as true
for purposes of quantitative analysis. All behavioural
models implicitly or explicitly describe subjects’
motives, what information they possess, and how
they process the information they receive through
their influence segment and environment.

Usually, such an analysis is based on the
assumption that people or organizations act in
their own economic interests and that they have
the ability to correctly transform the received
information into knowledge. It then uses econometric
estimates and industry case studies to measure key
behavioural parameters. Since some parameters
are subjective or have been estimated dubiously,
there are always gaps. These can often be filled by
assuming that the behaviour accurately describes
a real period, and using this period's data as a
benchmark along with measured parameters to
infer the values of missing, subjective, or dubious
parameters.

The study of behavioural models of employers
is a rather debatable issue, because there is
considerable inconsistency in the interpretation
of both the concept itself and the principles of
classification. As noted by N. Yakymova, the model of
employer behaviour is a set of organizational actions
for the own production, exchange and distribution of
material and spiritual goods with the aim of obtaining
the best results in the chosen field of activity.

At the same time hiring the most qualified
employees is carried out on terms that, first of
all, will be beneficial to him, and only then to the
employee himself. Also the employer can offer
the most favourable conditions employment due
to the need to increase income and profitability of
the enterprise, the need to quickly close vacancies
available at the enterprise or the desire to get a

specific highly qualified specialist. In N. Yakymova's
study, a classification of the behavioural models of
employers is proposed using with the criteria of the
degree of formal registration of labour relations with
the employee, such as traditional, freelance, shadow
and combination.

However, modelling is interesting and more
effective if behaviour is considered the employer as a
player or subject of market relations. Thus, within the
framework of employment regulation the relationship
between the employers and the competent state
authorities can be active or passive. Itis also possible
to observe differences in an employer's behaviour in
different sectors and spheres of professional activity.
For example, companies often behave passively
due to filling vacancies with young people or can
be active enough in a highly specialized segment
like top management and sport trainers. The active
behaviour of the employer is independent training of
qualified staff as well as partnership with educational
institutions. Training in the office and classrooms,
future employees will be involved to immerse in the
working atmosphere of the enterprise. Itis real chance
for them to get to know the management, show
themselves and reveal their abilities. Being interested
in qualified, experienced and reliable employees, the
employer cooperate with universities and/or create
own ones. Instead it is critical that businesses take
an active role in supporting their current workforces
through re-training, that individuals take a proactive
approach to their own lifelong learning and that
governments create the enabling environment,
rapidly and creatively, to assist these efforts.
In particular, business collaboration within industries
to create larger pools of skilled talent will become
indispensable, as will multi-sector skilling partnerships
that leverage the very same collaborative models that
underpin many of the technology-driven business
changes underway today.

Furthermore, the choice of a behaviour model
will depend on strategic goals, degree of market
coverage, the layout and the location of production,
key partners and other factors. Behavioural economic
theory suggests that available alternatives matter for
decision making.

The assumption that companies do things only
out of self-interest is often a correct simplification
that is often useful in economics. However, legal
and institutional barriers that prevent employers from
firing underperforming workers hinder the expansion
of potential high-growth companies. When social
benefits are closely tied to employment, the opportunity
cost of quitting is high. Under these conditions, they
choose to act to restore just outcomes, even if that is
not their need or value. The opportunity cost of self-
employment or starting a new business depends on
how labour markets are regulated and how regulation
interacts with the social security system.
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However, by matching a fair pattern of behaviour,
employers will pay a significant price, and employees
will pay back with effort. Interestingly, effort varies
positively with wages, as if the employer feels an
obligation to reciprocate by making the outcome
fairer.

One of the specific steps of modelling is the
"framework” of the decision-making situation, which
presented in different ways. It could be a certain type of
information, the clarified labels to explain the choices,
the symbols language used to describe the decision
situation. However, many studies show that frames
matter for behaviour. The framing as a modelling
tool can affect choices not by overcoming biases or
behavioural tendencies but by working within their
limits. It can be used to understand the different goals
and priorities of employers, to justify the choice of a
certain type of model, and to help adjust activities in
conditions of imperfect competition.

Framing has been shown, for example, to
influence the reference points people use when
evaluating the value of their choices. Models that
describe the behavioural processes of adaptation
and transformation of employers should include
sufficient realism and be of a socially oriented nature.
For example, the development of a behavioural
model of "employer social responsibility” can greatly
benefit from the use of modelling approaches
based on frameworks that aim to reveal the causal
mechanisms operating in a specific local labour
market.

Thus, framing is a very powerful strategic tool,
especially given that employers are loss averse.
Anatural consequence of this combination is the ability
to influence people's behaviour by changing whether
people perceive a particular outcome of their choice
as a win or a loss — through a change in orientation.
It is often possible to represent the same frameworks
decision situation using different behavioural models.
Taking into account the dominance of the labour
market of an imperfect competitive system, it should
be noted the possible transformation of the model
of behaviour. Modelling the behaviour of employers
using framework tools remains relevant due to
demographic, cultural and educational risks. Demand
and competition for skilled workers is expected to
only intensify in the coming years due to an aging
workforce and an exodus of people from the labour
market.

Modern research demonstrates a variety of trends
in finding and retaining a workforce for business.
The strategic framework for companies is expected
to be the formation of an employer brand, the
organization of bonus and insurance programs and
the search for talents. It's time for a fundamental
change in how talent diversity is problematic in
overcoming perceived and well-known barriers.
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Applying of the strategic frameworks helps in the
early stage of modelling by providing priorities and
criteria for classifying goals. The use of strategic
frameworks in the decision-making phase of a
behavioural model help to plan and coordinate
actions, analyze current strengths and weaknesses
of behaviour as well as carefully the resources that an
employer invests in its personnel development.

Conclusions from the study. The forming of
optimal models of behaviour in the market for the
purpose of integration and adaptation of subjects
to new economic formations and institutions is
considered as one of the most important components
of increasing the efficiency of market transformations.
The developed theoretical and practical approaches
to modelling the behaviour of employers in conditions
of imperfect competition remain debatable.

The presence of regulatory and institutional
restrictions leads to complications in relationships and
an imbalance of interests on the one hand, but allows
developing the compromise solutions on the other.
Studying the experience of business cooperation of
labour market participants as well as multi-sectoral
partnerships in industries to create a larger circle
of qualified personnel should be used as the basis
of the behavioural models. A significant competitive
advantage is the socially responsible behaviour of
employers who care about the economic benefits of
others. In the modelling process, framing is a very
powerful methodological tool that works as a reference
point that the subjects of labour market relations use
assessing the value of their behavioural choices.
The frameworks determinated as strategic will be
able to provide more optimal models of employer
behaviour in both the short and long term.

An analysis of existing behavioural models on the
labour market and an assessment of the strategic
framework should be considered as perspectives for
further research.
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