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MANAGEMENT OF THE BEHAVIOUR OF THE
COMPANY’S PERSONNEL BASED ON CORPORATE
CULTURE

Introduction. A high degree of integration of
management activities with information systems enables the
use of corporate culture’s potential. Due to the multifactorial
nature of external and internal influences and the significant
dynamics of changes in factors to increase the effectiveness of
managing the behavior of the company's personnel based on
corporate culture, management needs specialized information
systems for support and decision-making. The effectiveness of
the implementation of such systems largely depends on their
mathematical core and the efforts of management to adapt the
staff to the conscious use of all the opportunities provided by
information technologies by the staff.

Aim and tasks. The aim of the study is to develop a
mathematical model of personnel management behavior based
on corporate culture and the stratification of personnel by
local groups for the subsequent stratification of assessment
factors and management tools.

Results. A mathematical model of personnel behavior
management based on corporate culture has been developed to
stratify personnel by local groups and, on this basis,
stratification of evaluation factors and tools for managing the
behavior of these groups of employees was carried out. The
results of the mathematical model implementation were
stratified. Factors that contribute to the effectiveness of
managing the behavior of a company's personnel were
identified. Informal methods and tools for moral motivation
have also been identified. This indicates that a sudden
decrease in the level of interactive communication among
personnel might be a sign of their passive resistance to
management actions. The fragmentation of the level of
interactive communication by local teams is proposed as an
indicator of a decrease in the effectiveness of managing the
behavior of personnel in interdisciplinary teams.

Conclusions. The developed mathematical model avoids
management decisions that contradict the principles of
corporate culture, resulting in a negative result from their
implementation. The  mathematical formalization of
management decisions will contribute to the awareness of
these decisions by the team as objective decisions, and can be
used for the moral motivation of the staff. This allows
employees to specify themselves as members of a single team
and evaluate their career opportunities in a relevant manner.

Keywords: personnel management, corporate culture,
mathematical model, vector analysis, factor stratification.
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1. Introduction.

Under the conditions of today's significant
challenges and threats, Ukrainian companies
must use all the explicit and implicit resources
to implement their activities. Even for
companies with a simple organizational
structure and a small team, corporate cultural
resources are designed to increase their
capabilities, in particular, to neutralize the
influence of external threats.

Corporate culture is the moral and
psychological basis of a company's activity, the
archetype of its team, which manifests itself
during dynamic changes in external conditions
or the adoption of radical decisions for the
operation of the company, a tool for increasing
the effectiveness of the company's activities
with implementation, in the process of
management, and social and corporate values
(Kubalskyi, 2022; Sazonets et al., 2020). This is
a hidden and not always a realized strategic
resource. Each company relies on value
guidelines and moral principles that manifest in
the relationships between employees and
between the company's personnel and the
external environment.

Acceptance of the company's value
guidelines by the company's personnel leads to
the employees' identification of the company's
success as their success, and the company's
efficiency as the realization of their hopes
thanks to their conscientious work. Achieving
such an effect requires management to introduce
new organizational approaches and transition to
a different work style.

Nowadays, the economy requires the
integration of all areas of a company's activities
with information technologies. A high degree of
integration of management activities with
information systems can ensure the potential of
corporate culture. Due to the multifactorial
nature of external and internal influences and
the significant dynamics of changes in factors
affecting the company's activities, in order to
increase the effectiveness of managing the
behavior of the company's personnel based on
corporate culture, the company’s management
needs specialized information systems for
support and decision-making in this field of
activity.

The effectiveness of the implementation
of such systems largely depends on their
mathematical core and the efforts of
management to adapt the staff to the conscious
use of all opportunities provided by information
technologies. An important result of the
introduction of support and decision-making
systems is the optimization of management
decisions and the rationalization of the use of
resources. However, such systems are also a
tool for increasing the potential of corporate
culture due to increased staff awareness of the
tasks facing the enterprise, operational and
strategic tasks, and employees’ acquisition of
the opportunity to participate interactively in the
discussion of the company's plans and
management decisions.

2. Literature review.

Research is devoted to managing the
behavior of a company's personnel based on
corporate culture and to the problems of
modeling this process.

Thus, Shamsudin and Velmurugan (2023)
built a qualitative conceptual model of
personnel behavior management based on
factors that are combined into groups: work life,
communication, motivation, empowerment,
strategic decisions, leadership, core values, and
productivity. De Nadae et al. (2019) proposed
the implementation of integrated management
systems, which, in their opinion, are able to
ensure the sustainable development of the
company.

By analyzing survey data and using a
statistical model, Swain et al. (2020) studied the
corporate culture of companies. Swain et al.
(2020) used this approach to predict employees’
productivity based on their psycho-emotional
factors.

Lam et al. (2021) used confirmatory factor
analysis (CFA). Studies have examined how the
management of personnel behavior and the
formation of corporate culture affect the
effectiveness of knowledge management and the
innovative potential of the enterprise. Cherian et
al. (2021), based on statistical analysis, formed
an indicative "path coefficient" of the
connection between corporate culture and
employee productivity.
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Cherian et al. (2021) use a set of
mathematical tools of statistical analysis to
confirm the hypotheses put forward regarding
national and cultural differences in the
relationship between corporate culture and labor
productivity, in particular, the chi-square tool.

Kitta and Zaeni (2023) using data from
personnel surveys, proved the significance of
such variables in the statistical model as moral
motivation and  corporate = commitment
(corporate unity) on employee performance.
This was confirmed by various studies,
particularly Ramaditya et al. (2020), who used
statistical methods of analysis and methodology
in the application of Smart PLS 3.0. Appelbaum
et al. (2017) and Ali et al. (2021) used a
statistical model and indicated that the choice of
variables for model formation is subjective to a
certain extent.

In Oleksenko’s (2019) study, Shane's
qualitative model was applied, and the factors of
corporate culture formation were described in
general terms, based on which it is possible to
organize the management of the behavior of the
company's personnel. Teslenok and Sekh (2019)
using the PEST analysis and the example of a
specific IT company, studied the effects of
external factors on corporate culture and
stratified these factors according to their nature.
It is considered that the specified factors
determine the choice of factors for managing the
behavior of employees.

Based on qualitative analysis, a structural
and logical diagram of the functions of the
corporate system for managing personnel
behavior is proposed. Based on qualitative
analysis, Kholodnytska and Molyboha (2021)
showed a functional relationship between
corporate culture and management. Lepeyko
and Yaniieva (2021), studying the theoretical
aspects of corporate culture, indicate the
structure of this culture, which in the present
work allowed us to conclude the need for
structured mechanisms in the management of
employees. Yang and Wang (2022) indicated a
significant level of uncertainty about external
influence factors, which complicates both the
formalized implementation of corporate culture
and the formation of long-term consequences of
management actions.

This was considered in the present study.
Antokhova et al. (2019) indicated the
circumstances that contribute to the introduction
of the latest information technologies to use the
potential of corporate culture and new methods
of working with personnel. Kopytko et al.
(2021) indicate that in challenging conditions,
corporate culture and personnel management
based on its principles using information
technologies become effective tools for
neutralizing external threats. Gorjiakzad et al.
(2022) indicate that the integration of digital
technologies and corporate culture is predicted
under the conditions of Economy 5.0. Only
digital technologies will ensure sustainable
development under conditions of uncertainty
and risk. This was confirmed by the results of a
study by Isensee et al. (2020), which indicated
that the rapid development of big data
technologies, artificial intelligence, and other
digital ~ functionalities = necessitates  the
introduction of support and decision-making
systems into the process of personnel
management based on corporate culture.

A review of the literature shows that when
modeling the management of personnel
behavior and the formation of corporate culture,
researchers mainly rely on statistical methods of
survey data analysis.

3. Methodology.

In the present study, the following
methods were used to achieve the set goal and
tasks: the method of content analysis to study
the corpus of literary sources according to the
issues of the article; the method of critical
analysis for formulating the purpose and
objectives of the research; the method of
mathematical formalization for the formation of
a mathematical model of personnel behavior
management on the basis of corporate culture;
the method of analysis and synthesis for
stratification of employee evaluation criteria and
management tools by local personnel groups;
the generalization method to determine the
factors that will contribute to the effectiveness
of managing the behavior of the company's
personnel on the basis of corporate culture; and
the method of induction and deduction for
formulating debatable provisions, conclusions,
and developing proposals.
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4. Aim and tasks.

The purpose of this study is to develop a
mathematical model of personnel behavior
management based on corporate culture and
stratification of personnel by local groups for
the subsequent stratification of assessment
factors and effective management tools for
managing the behavior of these groups of
employees. The tasks of the research are as
follows: determination of the difference in the
system of support and decision-making of
personnel management integrated with the
principles of corporate culture from other
systems, evaluation of the possibility of using
standard systems, stratification of the results of
the implementation of the mathematical model,
identification of factors that will contribute to
the effectiveness of managing the behavior of
the company's personnel, and identification of
informal methods and tools of moral motivation
of personnel.

5. Results.

The presented study was based on the
following research provisions (RP):

1. Managing the behavior of the
company's personnel based on corporate culture
is an effective way of using "human factors".
On the one hand, this made it possible to
increase the efficiency of human capital in the
company’s activities, and on the other, to
provide employees with physical and mental
protection and a sense of stability and
confidence.

2. The effectiveness of management
consists in the formation of collective behavior
that will fully utilize the potential of corporate
culture and contribute to the strengthening of
corporate unity.

3. The dependence of personnel
behavior on dynamic factors of external
influence should form dynamic management.

4. The reduction of uncertainty in
managerial actions contributes to the growth of
collective organizations and reduces
unpredictability in the interaction of personnel
and management.

5. Management actions play an
important role in forming the identity of the
company's personnel, which is the key to the
organization's effectiveness.

A mathematical model was developed
based on the specified basic provisions.

The function of the potential of corporate
culture and the function of irreparable losses
were used to form a mathematical model of
personnel behavior management based on the
principles of corporate culture. The function of
irreparable losses due to unmanageability or
improper management of employee behavior is
a certain analogy of the function of economic
entropy, the method of calculation of which is
presented by Bazaluk et al. (2021). This
function is dissipative and due to a lack of
management or improper management of
personnel behavior, improper use of resources
increases, competitiveness decreases, and
dissipation, i.e., the decline of the enterprise,
increases. Management actions are presented in
vector form:

v 9y11 0Yi1 0y j1 0yij

Y=|— .=/ .. .. .. — .=
ot at ot o | D
where Yan integral is vector of

9y11  9yij
at " ot
derivatives of management actions from time t;

i =1,2,3 ... the index of managerial actions of
maintaining and forming the foundations of
corporate culture; j =1,2,3.. the index of
managerial actions to neutralize the negative
effects of factors based on corporate culture.

The wuse of the first derivatives of
management actions makes it possible to
formalize the above-mentioned basic provision
No. 3 and takes into account the fact that
management actions based on the principles of
corporate culture are not of a one-time nature,
but are prolonged in time, and have both direct
and indirect consequences.

Optimization of the integral vector of
management actions is implemented as follows:

management actions; are the first

Y= Ao {E > max S - minQ - min (2)

)

where E is a function of the potential of
corporate culture; S is the function of
irreparable losses due to mismanagement or
improper management of the behavior of
employees; @ is negative effects of external and
internal factors; A is a resource necessary for
effective management actions.

A- opt
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where G is a multi-object function that
includes the resource potential of corporate
culture by direction (technological and
innovative,  personnel, rationalization of
resource use and resource provision, marketing)
and can be calculated by modifying the method
presented by Ehrgott et al. (2019).

The modification proposed in the
presented research consists of operating not
directly with the components of the potential of
corporate culture but with their first derivatives,
which can be interpreted as the rate of use of
each of the components. This approach
corresponds to the above-mentioned 3™ research
provision RP3. The selection of specific
indicators can be performed according to DSTU
2962-94 (State Standard of Ukraine, 1994).

With the use of the entropy approach to
the assessment of losses due to improper
management of the behavior of the personnel
with modifications in the presented study of the
modification of its mathematical formalization
provided in the article by Bazaluk et al. (2021)
the following equation was formed:

SIx] = (S[Z2] ... SIZ2DT forx = (2257 (5)

S . ax dx.
where X is the loss vector; 6_1:1 a—t” are
the first derivatives of the loss vector

components from time t; T is the norm of the
loss vector.

The resources necessary for the effective
performance of management actions based on
the principles of corporate culture can be
attributed, in particular, to the costs of:
personnel training; stimulating the acquisition of
intangible assets and their proper use; creating
proper working conditions; strengthening
personnel potential; forming a social package;
providing personnel insurance; providing social
and household needs; creating an information
system to support decision-making and
adaptation of personnel to its use, etc. The
proposed mathematical model allows avoiding
those management decisions that contradict the
principles of corporate culture, which cause a
negative result from their implementation, at the
preparation stage.

Contraversion of management decisions to
the principles of the company's corporate
culture may not be obvious to the management
due to the worldview, motivational, or other
components of the personal profile of the
management staff. Therefore, the developed
mathematical formalization will allow for the
avoidance of errors. The proposed mathematical
approach allows the combination of different
models of personnel management based on
corporate  culture ("adaptability, mission,
involvement, and consistency”) and quickly
maneuvers them (Salma et al. 2020).

Especially important is the possibility of
using the presented mathematical model for
multidisciplinary teams, i.e., teams working in
different departments, different workshops, or
groups of workers performing different local
tasks. In such teams, the combination of
personnel based on corporate culture is
complicated by the fact that employees of local
groups rely on different experiences or different
ways of working and form their characteristics
of relationships. This contributes to the
fragmentation of the single corporate culture of
the enterprise into separate subcultures because,
in interdisciplinary teams, the personnel of local
groups are often proud of their special
experience, which can cause a negative attitude
towards other professional groups. Therefore,
the effectiveness of managing the behavior of
personnel in interdisciplinary teams should be
based on the interaction of formal and informal
leaders of individual groups and the formation
of the basis for the cooperation of the personnel
of these groups. The success of managing the
behavior of personnel in interdisciplinary teams
will depend on a uniform, fair, open, and
understandable policy of material and moral
motivation for personnel of local groups.

The mathematical formalization of
managerial decisions aimed at motivating
personnel will contribute to the awareness of
these decisions by the team as objective and can
be used as one of the informal methods of moral
motivation for personnel. This allows
employees to determine themselves as members
of a team, to perceive their responsibilities as
commensurate with those of other team
members, and to assess their career
opportunities in a relevant way.
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A significant difference between the
system of support and decision-making for the
management of personnel behavior integrated
with the principles of corporate culture is that
the result of its use should be not only rational
decisions but also those that will be
recognized by the collective as "fair", that is,
socially oriented and meet the goals of civic
society, the value orientations of the
company's personnel.

According to some positions, such an
approach can be formalized mathematically;
according to others, formalization is difficult
and incurs significant financial costs for the
information system. For example, the
coordination of personnel management
decisions with labor legislation, in particular

with the provisions of individual and
collective  agreements, is subject to
formalization.

The use of artificial intelligence allows
for the analysis of the psychological profiles
of employees, predicting their reaction to
personnel management decisions that will
have a social, civic, and corporate background
but incur significant financial costs. If it is
impossible to use artificial intelligence, it is
suggested to solve such issues through
extensive discussion with employees and step-
by-step acquisition of the optimal result of the
management decision.

This indicates the impossibility of using
standard decision-making support systems in
managing personnel behavior based on
corporate culture because of the unsuitability
of their mathematical cores for assessing the
compliance of proposed solutions with the
goals of civil society and value guidelines.

In difficult times of martial law, factors
of external influence contribute to the
formation of negative emotions among the
staff, which can lead to aggression towards
colleagues, which will have a destructive
effect not only on the state of corporate
culture but also on the functioning of the
company. These factors were mathematically
defined as quantities.

The management of negative emotional
states should consist of directing them to solve
problems faced by companies and forming a
sense of priority for valuable civic, social, and
corporate guidelines in the process of
encapsulating negative emotions. The use of
artificial intelligence makes it possible to solve
this problem, which corresponds to 4-th
provision. The results of implementing a
mathematical model of personnel behavior
management based on corporate culture can be
stratified directly and indirectly. Among the
direct results can be attributed, in particular: a
decrease in the level of staff turnover; an
increase in the level of rational use of resources
due to an increase in the level of personnel
responsibility; an increase in labor productivity;
and an increase in staff awareness of the need to
learn related specialties.

Indirect results include an increase in the
level of the enterprise's competitiveness,
particularly due to an increase in the quality of
the enterprise's products and services, a stable
position in the market, and recognition of the
effectiveness of the company's management as
an element of marketing policy. Furthermore,
the consequences of direct action can be
attributed to the indirect results of the
implementation of the mathematical model of
personnel behavior management based on
corporate culture. In particular, with a
decrease in staff turnover, the cost of training
new personnel and their adaptation to work in
the company decreases, and the quality of the
company's products and services increases
owing to an increase in the average level of
personnel qualifications, ensuring the stability
of the enterprise, and so on.

To effectively implement the developed
mathematical model of personnel management
based on corporate culture, it is necessary to
stratify personnel by local groups and
accordingly stratify assessment factors and
management tools. The practice of managing
the behavior of a company's personnel based
on corporate culture requires the use of a wide
range of levers (Table 1).
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Table 1. Stratification of employee evaluation criteria and management tools by personnel

categories.
Staff . -
. Examples of evaluation criteria Examples of personnel category management tools
categories
Technological | Productivity. 1. Material motivation. Social package. Personnel
staff Ability to master related specialties. insurance. Ensuring comfortable working conditions.
Willingness to improve the professional | 2. Organization of the working space, formation of
level. the climate in the team, maintaining etiquette of
The time during which the staff is | behavior.
ready to endure inconveniences | 3. Avoiding pressure as a management tool.
(restrictions in salary, overtime work) | 4. Awareness of the tasks facing the enterprise,
in order to obtain the benefits of the | operational and strategic tasks.
department, workshop and company as | 5. An advisory voice in the development of
a whole. operational plans.
Lower and The effectiveness of management | 1. Material motivation. Social package. Personnel
middle activities (financial indicators of the | insurance. Ensuring comfortable working conditions.
management work area, department, workshop, etc.). | 2. Avoiding pressure as a management tool.
Initiative, motivation, loyalty to the | 3. Information about the state of the enterprise, tasks,
company. operational and strategic tasks.
The amount of time a managed | 4. Participation in the development of operational and
department can operate without the | strategic tasks.
direction of top management. 5. Encouraging self-management of management and
The number of management decisions | departments.
per unit of working time. 6. Reducing formalization and empowering staff
within their competence.
Sales The number of contacts with | 1. Material motivation. Social package. Personnel
department consumers, the stability of these | insurance. Ensuring comfortable working conditions.
contacts, sales volumes, market share, | 2. Organization of the working space, formation of
and the number of innovative | the climate in the team, maintenance of etiquette and
marketing solutions implemented over | ethics of behavior.
a certain period. 3. Information about the state of the enterprise, tasks,
operational and strategic tasks.
4. Participation in the development of sales strategy.
5. An advisory voice in the development of the
company's marketing policy.

These levers can be divided into separate
categories: organizational, economic, social,
and psychological (Table 1).

The presence of corporate culture and its
manifestation in the application of the
company's management tools should create in
the team a sense of reliability and stability for
the future of the company and its position in its
structure.Behavioral management tools based on
the principles of corporate culture should
promote the growth of employees' responsibility
and their sense of importance for the company
(Malysheva and Hurova, 2021; Zeynalli and
Rahimli, 2022). This approach to the
management of personnel behavior allows to an
increase the level of self-organization of sub-
teams and avoids unnecessary spending of time
and other resources on monitoring the activities
of subordinates.

The personnel in their production activity
begin to rely on values and not act thanks to
external control. Thanks to this, self-managed
departments of the enterprise can develop and
work more efficiently.

The corporate culture contributes to the
formation of a more refined and effective
alternative to the outdated system of command
administration, whose implementation is more
expensive and incompatible with proactive,
motivated, and qualified personnel. Personnel
who support the company's values are easier to
manage, especially if management demonstrates
to employees the importance and relevance of
their work through their management actions.
Management tools contributing to this should
identify examples of behavioral imitation for
new team members and form a system of
effective moral stimulation.
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A positive example in difficult times with
significant dynamic changes is a significant
moral stimulus, so the management of personnel
behavior should not be neglected. Recording
and publicizing the positive results of
management actions, both intermediate and
final, are also powerful motivational factors for
personnel. These approaches can also be
interpreted as informal methods of moral
motivation for personnel (Babu, 2022; Mainka
et al., 2023).

The choice of influence tools depends on
many factors, and for each company, in addition
to the common ones, there are also its influence
tools. Every company should conduct a study of
the spectrum of such tools for managing
personnel behavior based on corporate culture,
their importance, the universality of influence
on various areas of the company's activity, etc.
The company should carry out such research at
certain time intervals, since the set of tools, the
weight of their influence, etc., can change
radically due to the dynamic changes in the
operating conditions. The weight ratio of the
influence of motivational factors can be
unexpected even for specialists. Antokhova et
al. (2019) indicated that moral motivational
factors, such as "the opportunity to work in a
team" and "moral satisfaction with the results of
work", become commensurate with material
motivational factors.

For each category of personnel, there will
be both common tools with other categories of
employees and specific tools for this category of
personnel. In reality, there are many more of
these. In particular, from a wide range of
departments, only one is provided as an
example: the sales department. Among the
influencing tools, the first group was common
to all categories. The other groups had specific
specifics. Among motivational factors, attention
is paid to expanding the power of employees.
This can also be interpreted as a tool for an
informal method of moral motivation for
personnel. These tools have a multifaceted
effect, particularly on the effectiveness of a
company's operations. In addition, they are a
factor in the formation of corporate culture and
increase its potential. It is also a tool to reform
employees’ psychological profiles and increase
their self-esteem.

That is, this category of factors is an
example of the integral influence of managerial
actions on various spheres of enterprise activity,
not only the management of personnel behavior.
Personnel management tools based on corporate
culture principles should contribute to the
integration of the company's team or, as a
minimum task, coordinate the work of
employees with personal, professional, and
cultural differences.

The increase in the level of information
exchange, indicated in Table 1, both on the
vertical organizational structure and horizontal
levels, significantly increases the efficiency of
work, especially when developing complex
products and introducing innovations.

Staff awareness reduces the level of
uncertainty, plays an important role in the
formation of the corporate identity of staff,
contributes to the formation of a sense of
stability in  employees, increases their
confidence in the future, and promotes
awareness of teamwork as a virtue. In particular,
this is a confirmation of research provisions RP
1, RP 4, and RP 5. Therefore, to manage staff
behavior, it is important to facilitate staff
communication.

This increases the staff’s initiative and
work  efficiency. To  strengthen  the
communication link owing to the limitation of
direct communication contacts, it is suggested to
use interactive communication using the
information systems of the enterprise.
Inadequate communication leads to a lack of
confidence in the staff's job prospects or may
even cause a cynical reaction to management's
messages due to distrust. The goal of interactive
communication contacts is not only the
exchange of experience or the provision of
information about the company's activities, but
most importantly, the formation of a sense of
team unity, the creation of trust between
employees in the actions of management, and
the identification of personnel with the
company. Thus, staff access to information can
be considered an informal tool for personnel
management, indicating its importance and
increasing the self-esteem of employees,
stimulating the growth of the potential of
corporate culture, and increasing the main
economic indicators of the enterprise.
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A significant decrease in the level of
interactive staff communication, particularly
regarding management actions, can be a sign of
passive resistance among staff. Further
development of the "spiral of silence" can lead
to problems in managing the consent of the staff
to the actions of the management. Therefore, a
decrease in the level of interactive
communication of the staff is proposed as an
indicator of increasing passivity of the staff and
a decrease in the level of unity, which will result
in a decrease in work efficiency. The
fragmentation of the level of interactive
communication by local teams can be used as an
indicator of a decrease in the effectiveness of

managing the behavior of personnel in
interdisciplinary teams.
Depending on the industry, not all

companies are equally ready to adopt such
approaches. Companies in the information
sector are the most favorable for the
introduction of management of the behavior of
their personnel based on corporate culture.
Factors that will contribute to the
effectiveness of managing the behavior of the
company's personnel based on corporate culture
include a relevant organizational vision of the
company's management of tasks, goals, tools,
and management methods; promotion of
employee initiative; formation of employees'

openness to innovations; respect for the
employee’s personality; stimulation of team
cooperation;  promotion of staff and

management communication; fair and impartial
staff incentives; and ensuring that individual
support for management decisions covers all
departments and structural levels of the
company.

6. Conclusions.

This study presents a mathematical model
that uses vector analysis and applies the first
derivatives of factors, making it possible to
formalize the dynamic nature of management
actions as an appropriate reaction to the
dynamic effects of internal and external factors.
The mathematical model avoids managerial
decisions at the preparation stage, which
contradicts the principles of corporate culture
and causes a negative result from their
implementation.

The proposed mathematical approach
allows for the combination of different models
of personnel management based on corporate
culture and quick maneuvering.  This
mathematical approach optimizes the resources
required for effective management. The
mathematical model also allows for managing
the behavior of personnel in multidisciplinary
teams, that is, teams working in different
departments, workshops, and groups of workers
who perform different local tasks. In such
teams, the combination of personnel based on
corporate culture is complicated by the fact that
the employees of local groups rely on different
experiences or form their own relationship
characteristics.

It is indicated that the mathematical
formalization of management decisions aimed at
motivating personnel will contribute to the
awareness of these decisions by the team as
objective, and can be used as an informal
method of moral motivation for personnel. This
allows employees to define themselves as
members of a single team, perceive their own
responsibilities as commensurate with those of
other team members, and assess their own
career opportunities in a relevant way. It has
been established that a significant difference
between the support and decision-making
system of personnel behavior management
integrated with the principles of corporate
culture and other support and decision-making
systems is that the results of its use must be
socially oriented and correspond to the goals of
civil society and the value orientations of the
company's personnel. The stratification of
personnel by local groups and, on this basis, the
stratification of evaluation factors and tools for
managing the behavior of these groups of
employees were carried out. The results of the
mathematical model implementation were also
stratified. The factors that contribute to the
effectiveness of managing the behavior of a
company's personnel were identified. Informal
methods and tools for moral motivation were
also identified. This indicates that behavior
management tools based on corporate culture
should contribute to the growth of employees'
responsibility and their sense of significance for
the company.
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This approach to the management of That is, this category of factors is an
personnel behavior allows for an increase in the example of the integral influence of managerial
level of self-organization of sub-teams and actions on various spheres of enterprise activity,
avoids unnecessary spending of time and other not only the management of personnel behavior.
resources on monitoring the activities of To strengthen the communication link due to the
subordinates. This indicates that the choice of limitations of direct communication contacts,
influencing tools depends on many factors, and interactive communication should be used.
for each company, in addition to common tools, Insufficient communication leads to a lack of
there are also its own influencing tools. confidence among the staff in the prospects of
Therefore, every company should conduct a work or may even cause distrust in the actions
study on the spectrum of such tools for of management. This indicates that a sudden
managing personnel behavior based on the decrease in the level of interactive
principles of corporate culture, their importance, communication among personnel may indicate
the universality of their influence on various passive resistance to management actions.
spheres of the enterprise, and so on. Among Therefore, it is proposed to use the indicated
motivational factors, attention is paid to index as an indicator of the effectiveness of
expanding the power of employees. These tools managing the behavior of the company's
have a multifaceted effect, particularly on the personnel based on corporate culture.
effectiveness of a company's operations. In Fragmentation of the level of interactive
addition, they are a factor in the formation of communication by local teams can be used as an
corporate culture and increase its potential. It is indicator of a decrease in the effectiveness of
also a tool to reform employees’ psychological managing the behavior of personnel in
profiles and increase their self-esteem. interdisciplinary teams.
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