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ABSTRACT
The study summarizes the main trends that have shaped 

at different levels in the area of labor – from global to in-
dustry; the features and directions of transformation of the 
characteristics of workers as agents of the workforce capacity 
of enterprises are defined; the factors and the force of influ-
ence on the workforce capacity of transport enterprises and 
their effect on the trends of workforce capacity development 
are determined, as well as the forecast model is developed; 
the problem points of formation of the workforce capacity of 
transport enterprises are explained.

Key words. trend, factor, workforce capacity of the enter-
prises, transport, сorrelation and regression analysis, strategy

anotacia

kvlevaSi ganzogadebulia ZiriTadi tren-

debi, romlebic Camoyalibda Sromis sferos sx-

vadasxva doneebze - globaluridan dargobri-

vamde, gansazRvrulia TanamSromlebis, rogorc 

sawarmos sakadro potencialis matareblebis, 

maxasiaTeblebis transformaciis Taviseburebe-

bi da mimarTulebebi, gansazRvrulia faqtorebi 

da maTi zemoqmedebis Zala satransporto sawar-

mos sakadro potencialze da maTi zemoqmedeba 

sakadro potencialis ganviTarebis tendencieb-

ze, aseve agebulia saprognozo modeli,gamovle-

nilia satransporto sawarmoebis sakadro po-

tencialis formirebis problemuri momentebi. 

sakvanZo sityvebi: trendi, faqtori, sawar-

mos sakadro potenciali, transporti, korel-

aciur - regresiuli analizi, strategia.

INTRODUCTION. 
Globalization processes in all areas of life have had a 

significant impact on economic relations. Their transition 
to a higher level is noted – the formation of the knowledge 
economy, which requires consolidation of role of the per-
son who represents knowledge and acts as its agent. 

Due to the essential differences between the knowl-
edge economy and the traditional economy, to ensure 
its effective functioning it is necessary to transform the 
principles and models of personnel management of en-
terprises, which is impossible without the search for new 
concepts, theories, methods, mechanisms of workforce 
capacity formation. And that is why the definition of the 
impact of modern trends in the area of labor determines 
the topicality of this paper.

The purpose of the study is to analyze the impact of 
modern trends on the formation of the workforce capacity 
of enterprises. The achievement of this goal provides for 
the statement and solution of the main tasks: to identify 
the main trends in the labor market at different levels; to 
determine the current trends in the system of development 
of workforce capacity of enterprises; to identify the fac-
tors affecting the workforce capacity of the enterprise and 
their impact on the trends in the development of workforce 
capacity; to cover this issue both for the general labor mar-
ket of the country and in the priority sectors of the national 
economy.
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Research methods: time series are applied to identify 
trends; regression and correlation analysis is used to iden-
tify the impact of factors and build a forecast model, min-
imax normalization ensures statistical data normalization.

Main part. Based on the system approach, the work-
force capacity of the enterprise (WCE) is a complex so-
cio-economic dynamic system, which is represented by 
the set of abilities and capabilities of the enterprise per-
sonnel, having quantitative and qualitative characteristics 
necessary for the enterprise to ensure its sustainable de-
velopment [1].

WCE logically interacts as a microsystem with the 
macrosystem and is subject to a set of factors that can be 
classified as internal and external to it. It is the influence 
of factors that determine the quantitative and qualitative 
characteristics of the workforce capacity of the enterprise 
in any field of activity. 

The author finds it is reasonable to single out exter-
nal factors of macroeconomic (megaglobal and national) 
and mesoeconomic (sectoral and regional) levels. The first 
group of external factors is formed globally as a whole and 
is reflected at the national level from the perspective of 
state and national specifics. The second group of external 
factors is formed under the influence of macroeconomic 
factors, but taking into account sectoral and regional spe-
cific features.

Internal factors of influence on the workforce capacity 
of the enterprise are also divided into two groups: person-
al and microeconomic levels. Since WCE is a living so-
cio-economic system, it will be influenced by the personal 
qualities of employees of the enterprise, their mentality, 
education, religious and cultural principles, morality and 

spirituality. In addition, each enterprise, as an open, dy-
namic system, is also characterized by specific features: 
management style, mission, goals, values, production 
capacity, organizational and legal form, etc., which will 
determine workforce capacity at all stages of the existence 
of the enterprise. Inside the enterprise – in the domestic 
labor market – one may also identify a number of factors 
affecting the value of its workforce capacity:

- social mobility in the domestic labor market, which 
is expressed in the educational, qualification and profes-
sional, that is, quality, changes in the characteristics of 
personnel;

- the compensation rate that has shaped at the enter-
prise in comparison with the compensation rate in the 
country, sector, region or in comparison with the previous 
period, which would encourage changes in the quantita-
tive and qualitative characteristics of workforce capacity.

In addition to the grouping of factors according to the 
criterion of relationship to the WCE (internal/external) 
grouping according to the essential criterion is suggested, 
with the emphasis on quality factors, which determine the 
qualitative characteristics of WCE and their changes, and 
quantitative, defining the quantitative characteristics of 
WCE and their changes.

There is a mutual influence between groups of factors, 
both external and internal, which can be direct or indirect, 
strong or not, but it exists in any case.

The action of factors with a certain frequency and 
force of influence determines the trends in the develop-
ment of the object (WCE); therefore, to assess the strength 
of the influence of factors, one should determine the exist-
ing trends in the economy. They should also be considered 
at different levels of the socio-economic system (fig. 1). 

Fig.1 Hierarchy of trends in the system of formation of workforce capacity of the enterprises
(developed by the authors)
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The global trends of social and economic systems are 
the following: 

- succession of generations. Another change of techno-
logical structures is underway, which changes the charac-
teristics of the people themselves – in the near future peo-
ple who cannot imagine life without computers, and the 
Internet, will reach the working age; which must be taken 
into account for their management. This is also important 
in the view of a significant transformation in the labor 
market, which occurs due to the succession of generations. 
It provides for the division of all people, depending on the 
age of birth, into generations X, Y and Z, which have spe-
cific behavioral characteristics that determine their behav-
ior in the labor market. For instance, generation Y (Mil-
lennials) until 2030 will amount to approximately 75% of 
the global labour market [2]. According to the same source 
[8], the peculiarities of working with generation Y were 
identified as the main factors that make it difficult to en-
gage and retain talent (recruitment management).

- increasing the level of automation, and robotic appli-
cation work. It is predicted that by 2025 smart machines 
and programs will be able to replace 33% of professions 
[2]. That is, the feature of the future requirements of em-
ployers to employees will be the ability to perform not 
routine work, but creative, which, in turn, will change the 
management methods for such a workforce. In the words 
of Jack Ma, founder of the largest e-commerce platform 
AliBaba, which he said at the World Economic Forum in 
Davos (2018) - in the future, most of the processes will be 
automated and it is only the uniqueness, and creativity of 
the human that machine will not be able to repeat.

- population growth and aging [2]. By 2030, the world 
population will increase by 13% to 8.4 billion people, and 
the average age of the population will increase to 34 years, 
which is four years more than now; 

- activation of migration processes [2].  Globalization 
facilitates the free movement of labour and capital to more 
favourable locations and has created new ways of inter-
acting. As a result, it is becoming increasingly difficult for 
the companies to engage and retain talented employees. 
An increase in the share of migrants by 5% leads to an 
increase in world income by 1%; 

- increasing flexibility and adaptability of manage-
ment processes. Dynamic transformations of economic 
processes, and globalization require changes to be made 
in approaches to the formation of labor collectives in 
general. Organizational structures should be flexible and 
adaptive to the rapid disruption of the external environ-
ment, updated requirements and needs. The concept of a 
“company employee” widens - blending workforce man-

agement [2]. The modern generation of workers aims to 
try themselves in different industries and areas of activity, 
provokes frequent changes in the workplace, the desire to 
have flexible work schedule and work from different plac-
es in the world, which requires the HR services of enter-
prises to find non-standard solutions for staffing. That is 
why the concept of “blended workforce” appears – when 
not only full-time employees, but also external industry 
experts, freelancers, etc. are engaged in the implementa-
tion of business tasks of the company.

The national level of the labor market is also under 
their influence and, therefore, the current trends of the 
labor market of Ukraine indicate an imbalance between 
the need for workers of a certain profession and qualifi-
cation and the available labor potential, forming its labor 
shortage situation. This is based on the officially defined 
problems of the labor market of Ukraine [3], where one 
should note a significant employee turnover in high-prior-
ity economic activities, migration abroad of highly quali-
fied personnel (especially young people), the imbalance in 
the professional qualification section due to the inadequate 
response of the educational market to the needs of the la-
bor market. 

The main trends of the domestic labor market include:
- a high level of migration processes, in which Ukraine 

is considered as a transit country, which causes the deple-
tion of qualified personnel, while 30% have higher educa-
tion, which is paid from the budget [4];

- increase in the proportion of the population engaged 
in the informal employment sector from 22.9% to 26.2% 
for the period 2010-2015 [4];

- the emergence of new forms of non-standard labor, 
which at present are almost not regulated by the current 
national labor legislation, among which remote employ-
ment (telework) and agency work should be mentioned 
[4]. Its negative impact also manifests itself in the fact that 
the most qualified personnel work for foreign employers, 
that is, the domestic workforce capacity is used for the 
development of foreign economies, not domestic;

- reduction of the employed population in Ukraine (for 
example, in 2012, the number of employed was 19,621 
thousand people, and in 2015, 16443.2 thousand people; in 
2017, 16156.4 thousand people), which is due not only to 
the annexation of territories, but also other factors, mainly 
economic ones (according to figures provided by [5]);

- instability in the area of wages and its low level: de-
spite the growth of its nominal level (from 2010 to 2017, 
we note the positive dynamics of the average wage, which 
increased by 4495 UAH, or 171.63%.) against the back-
ground of the large-scale devaluation of the national cur-
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rency, the average wage in foreign equivalent is decreas-
ing rapidly. Thus, in 2017, this figure was $ 263, which 
is $ 64, or 24.33% less than in 2010. This indicates a de-
crease in the social standard of living, an increase in social 
tension in society and contributes to the labor migration of 
skilled workers at working age [4].

- increase in the number of vacant jobs (by 3.7% for 
the period from 2012 to 2017) while reducing the weight 
by registered unemployed.

Let us consider the impact of certain trends on the 
transport sector in Ukraine.  It should be noted that the 
transport industry has an important place in the economy 
of Ukraine, based on the structure of gross value added 
for the first quarter of 2018 its share was 8.2% (for com-
parison: construction – only 2.2%, agriculture – 4.0%, al-
though lower than in industry – 27.7% and trade – 17.5%) 
(according to figures provided by [5]). 

It is the transport infrastructure that ensures the activ-

ities of all other sectors of the economy and contributes 
to the economic development of the country, creating ad-
ditional cost, by providing transport services, which in-
clude [6]: direct transportation of passengers and goods; 
loading and unloading; storage of goods at the warehouses 
of stations; maintenance and preparation of rolling stock 
for transportation; provision of means of transportation for 
rent or lease; other services. 

Naturally, the development of transport infrastructure 
provides for its reform, which is enshrined in the “Trans-
port Strategy of Ukraine for the period up to 2020”, ap-
proved in 2010, “Updated Transport Strategy of Ukraine: 
Policies” and “National Transport Strategy for the period 
up to 2030 “Drive Ukraine 2030”, which was approved on 
30.05.2018 [7].

National Transport Strategy for the period up to 2030 
takes into account the global trends inherent in the trans-
port sector (Fig. 2).

Fig. 2. Global trends in the transport sector (developed by the authors based on [7])
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Taking into account these trends, a Strategy has been 
developed, which identifies 4 main directions of transport 
reform. Fig. 3 shows only the problems, objectives, and 
intended outcomes that are directly related to the labor. 

As one can see, the transport sector reform involves sig-
nificant transformations in this direction. They take into 
account global, national and industry trends. 

Fig. 3 Directions and expected results of reforming the transport sector (developed by the authors based on [7])
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Therefore, the study of trends and factors affecting 
the formation and development of workforce capacity is a 
necessary and important research task.

Such global changes require changes in management 
principles and training of relevant personnel who could 
manage infrastructure projects in the area of transport ac-
cording to European standards and regulations. Therefore, 
the preservation, renewal, formation of workforce capac-

ity of the enterprises ensuring the activity of the transport 
system of Ukraine remains pressing issues.

Consequently, it is necessary to analyze the current 
trends of the industry labor market, which, to some extent, 
determine the processes of formation of workforce capac-
ity of the transport industry. Let us consider the dynamics 
of full-time employees in 2017 at the transport enterprises 
in the context of its types (Fig. 4).

Fig. 4. Number of full-time employees, thousand people and their change in % to the same period (developed 
by the authors based on [5])

Fig. 4. shows that the overall dynamics of full-time 
employees in the transport sector meets the all-Ukraini-
an trend and is characterized by a slight reduction. At the 
same time, in the sectors of air and water transport, a slight 
positive growth should be noted. In addition, additional 
activities related to logistic support have slightly less drop 
than road transport.

Studying the dynamics of the coefficients of move-
ment of workers (Fig. 5) for 2017, we may note that the 
engagement turnover rate is lower than for the departure 

in general for Ukraine, and in the area of transport, in the 
area of road transport and additional activities. At the same 
time, we may note the revival of air and water transport.

Common for all industries are the following trends:
- reducing the number of employees from 1150.9 

thousand persons in 2012 to 991.6 thousand persons in 
2017. (according to figures provided by [5]);

- wage growth in the industry over the analysis period 
from 2012 to 2017 is from 3,405 UAH to 7,688 UAH. At 
the same time, in comparison with the national level, the 

Fig. 5. The coefficients of movement of workers for 2017 (developed by the authors based on [5])
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wages of the industry were lower in 2012, and in 2017, it 
exceeded the national level by 8.2% (according to figures 
provided by [5]);

- increase in the number of vacant jobs from 4.4 
thousand to 5.4 thousand for the period from 2012 to 
2017. (according to figures provided by [3,5]).

Since the number of employees is the basis for the 
formation of the workforce capacity of enterprises, it is 
necessary to determine the factors affecting it. 

We believe that the number of employees in the field 

of transport ( y ) is influenced both by factors character-
izing economic activity in the industry and motivational 
factors that make it attractive for employment. These fac-
tors are: 1x - cargo turnover; 2x - passenger turnover; 3x
- average monthly salary translated into the US dollar. It is 
advisable to identify the impact of these factors and build 
a forecast model using regression and correlation analysis.

The order and results of the regression-correlation 
analysis are shown in Fig. 6.

Fig. 6. Steps and the results of correlation and regression analysis (developed by the authors)
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The calculated coefficients of the arguments show that 
when the variable x  increases by one, the average value 
y  increases by the corresponding value of the coefficient. 

The “+” sign near the coefficient shows a direct correla-
tion between the corresponding arguments and the value 
of the employed, the “-” sign shows the inverse one. The 
factor with the most direct impact is: X2 - with an increase 
in passenger traffic by 1 billion.pass.km, the number of 
employees in this area increases by 13.941 thousand peo-
ple. The negative coefficient 1.133 near 3x  indicates the 
insufficiency of the level of wages in the industry and its 
value contributes to the depletion of the workforce capac-
ity of enterprises and the impossibility to remain in the 
industry. 

Conclusion. The study summarizes the main trends 
that have shaped at different levels in the area of labor 
– from global to industry; the features and directions of 

transformation of the characteristics of workers as agents 
of the workforce capacity of enterprises are defined; the 
factors and the force of influence on the workforce capac-
ity of transport enterprises and their effect on the trends of 
workforce capacity development are determined, as well 
as the forecast model is developed; the problem points of 
formation of the workforce capacity of transport enterpris-
es are explained.

Therefore, the above evidences the significant trans-
formations in the area of human resources management 
at the enterprises both due to external factors and changes 
in the object of management, which requires the develop-
ment of new systems, forms and methods of management 
that could be adapted very quickly to dynamic changes, 
and these are the issues the authors intend to consider in 
further research.
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