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The relationship between the socio-psychological climate and organizational effectiveness and team cohesion has been extensively studied for 
numerous years. However, during times of crisis and armed conflict, the role of the socio-psychological climate changes. It transforms from being 
a tool for motivating and strengthening team loyalty into a guarantee of the team’s (or organization's) survival. The purpose of this study is to 
identify approaches to transforming the role of the socio-psychological climate under martial law. The research materials include works by 
domestic and foreign scholars on the patterns of building and developing the socio-psychological climate within organizations, collectives, and 
teams, as well as the transformation of its role in management practice. The main methods used in the work are analysis and synthesis, 
generalization and categorization, and comparison. This research paper explores the essence of socio-psychological climate and summarizes 
and analyzes approaches to understanding it. It identifies the key factors influencing the socio-psychological climate and the characteristics of 
its various dimensions. Researchers have investigated the transformation of the socio-psychological climate role (considering the key 
consequences and challenges of martial law), establishing key indicators of a supportive socio-psychological climate in wartime. Future studies 
should focus on developing diagnostic tools and refining and further developing methodological and practical guidance for establishing 
psychosocial safety and an innovative behavioral environment during wartime and the post-war period. Preferably, this will be based on the 
principles of diversity, equity, and inclusion, and will use effective psychological support tools and ecological management practices. 
Keywords: workplace climate, wartime, supportive workplace climate, toxic workplace climate, cohesion. 
 
Зв’язок між соціально-психологічним кліматом та організаційною ефективністю і згуртованістю колективу досліджується вже 
давно. Однак у кризові часи та під час війни змінюється роль соціально-психологічного клімату. Він перетворюється з інструменту 
мотивації та зміцнення лояльності колективу на запоруку його виживання (або організації). Метою дослідження є розкриття 
концептуальних підходів до трансформації ролі соціально-психологічного клімату колективів в кризових умовах та під час воєнного 
стану. Матеріали і методи. Матеріалами дослідження є праці вітчизняних та зарубіжних авторів щодо формування і розвитку 
соціально-психологічного клімату колективів/команд, а також трансформації його ролі в практиці менеджменту. Основними 
методами, що використовувалися в роботі, є методи аналізу та синтезу, узагальнення та категоризації, а також метод порівняння. 
Результати. У науковій статті розкрито сутність соціально-психологічного клімату, узагальнено та проаналізовано підходи до його 
розуміння. Визначено ключові фактори, що впливають на соціально-психологічного клімату, та ознаки різних рівнів його розвитку. 
Проаналізовано ключові наслідки та проблеми воєнного стану й визначено вплив цих явищ на функціонування підприємства, персонал і 
соціально-психологічний клімат колективу. Проаналізовано трансформацію ролі соціально-психологічного клімату в колективі під час 
воєнних дій та запропоновано окремі заходи щодо його підтримки й поліпшення. Перспективи. У подальших наукових дослідженнях 
пропонується зосередити увагу на розробці діагностичного інструментарію, а також на вдосконаленні та подальшому розвитку 
методичного забезпечення й практичних рекомендацій щодо створення сприятливого психосоціального клімату та інноваційної 
поведінки в умовах воєнного й повоєнного часу на засадах концепції різноманітності, справедливості та інклюзії із застосуванням 
ефективних засобів психологічного супроводу та екологічних управлінських практик. 
Ключові слова: соціально-психологічний клімат (СПК), воєнний стан, сприятливий СПК, токсичний СПК, згуртованість. 

Statement of the problem 

During times of major crisis – initially such as a pandemic and now war-induced stress – employees' basic 
psychological sense of security is completely shattered. Under these circumstances, a supportive team climate is no longer 
merely a bonus or a tool for motivating and enhancing team cohesion and loyalty; it becomes the key factor determining the 
organization's survival. Organizational resilience under war-induced stress (Sobolieva [39], Morozova, Trimpop, 
Chernobrovkin [25]) when “Ukrainian companies that not only survived under extremely difficult conditions but also remained 
competitive and increased their profits” is based on enhancing adaptability and flexibility, fostering innovation, promoting 
social responsibility, and supporting personnel, and directly determined by the quality of the workplace climate, which 
transforms an organization from a fragile structure into an adaptive, supportive system. When an organization builds a 
strategically supportive and psychologically safe workplace climate, it actively mitigates employee burnout and fosters 
collective adaptive capacity. Crisis conditions (Stepanenko, Zlobina, Golovakha, Dembitskyi, Naidionova [40]) accelerate 
transformation, as wartime has become a catalyst for profound organizational change, pushing office management toward 
more flexible, hybrid, and tech-driven models (Liashenko, Plotnichenko [23], Opatska, Johansen, Gordon [28], Mialkovska, 
Pimenova, Savchuk, Moklytsia, Stasiuk, Shkarlatiuk [24]). 

Considering the nature of these crises (Stepanenko, Zlobina, Golovakha, Dembitskyi, Naidionova [40]), we should 
clearly understand how different social norms, management practices, and the working atmosphere can be. We should be 
under these circumstances (Barnes, Newton [3]), taking into account the objectives, priorities, and capabilities of specific 
organizations, collectives, and teams. 

Numerous studies in both domestic and international psychological science have been devoted to the topic – the SPC 
of organizations, collectives, and teams. Studies conducted over the last five years demonstrate: 

1) a clear focus among Ukrainian researchers’ studies on: socio-
psychological peculiarities of establishing SPC within an organization 
during a crisis (Klychkovskyi [18]); shaping the psychological climate as a 
guarantee of the team’s stress resilience during wartime (Kostyshyn, 
Yakovets [20]); improving methods of supporting the 
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enterprises/organisations activities under martial law (Murovana [26]); socio-psychological aspects of ensuring staff safety 
during wartime (Turyansky, Svidruk, Hnylianska [41]); 

2) meanwhile, foreign researchers are focusing their attention on: 
“numerous future research opportunities in organizational climate, which have a lot of potential for resolving 

conflicting results and reducing the harmful effects of poor climate in organizations. Such as: 1) cross-country and cross- 
industry study of organizational climate; 2) combining theories related to organizational climate [36]; 3) exploring the 
unexplored outcomes that earlier have received less attention; 4) exploring the unexplored dimension (via people-oriented 
climate, rule-oriented climate, result-oriented climate, and innovation-oriented climate); 5) exploring the combined effect of 
multiple dimension; 6) operationalizing the organizational climate variables (in terms of people, rule, goal, and innovation); 
7) role of organizational leaders in developing conducive organizational climate (Hussainy [12]); 

role of “Supportive organizational climate: a moderated mediation model of workplace bullying and employee well-
being” (Hayat, Afshari [10]), measuring “Effects of supportive work environment on employee retention” (Yusliza, Noor Faezah, 
Ali, Mohamad Noor, Ramayah, Tanveer, Fawehinmi [49]), and “impact of Organisational Climate on Employee Well-Being and 
Healthy Relationships at Work” (Janiukštis, Kovaitė, Butvilas, Šūmakaris [14]; Ruzungunde, Chinyamurindi, Marange [34]; 
Viitala, Tanskanen, Säntti [42]), taking into account “organisational climate component” (Rožman, Štrukelj [32]), the program 
aiming at improving the workplace climate in corporations (Alan, Corekcioglu, Sutter [1]) taking into account capacity of 
different social and psychological resources to adaptation (Hobfoll [11]; 

“antecedents, outcomes, and moderators of diversity climate in the workplace” (Nault, Sabat, He, Zhou, Jaramillo, 
Liu [27]), “climate motivation explores drivers behind organizational diversity climates”, and “gaps and opportunities in 
organizational diversity climate research” (because of various forms of bias in measurement) (Hatter, Avery, McKay [9]); 

studying “effect of organizational innovation climate on employee innovative behavior” (You, Hu, Li, Wang, Xu [48]) 
via “role of psychological climate factors in stimulating creativity through workplace innovation in the service sector” (Salim, 
Khorsheed [35]), 

“how psychosocial safety climate influences health, safety and performance of workers” (Amoadu, Ansah Sarfo [2], 
Dong, Li, Hernan [5]). 

Thus, despite the significant volume of studies oriented toward evaluating and improving the workplace climate, they 
have only partially focused on the dual nature of SPC and on differentiating its various stages of development across multiple 
dimensions. 

The purpose of the research 

The purpose of the study is to identify conceptual approaches to transforming the role of the SPC within organizations, 
collectives, and teams during war-induced crisis. It also aims to develop a model of a supportive workplace climate oriented 
toward organizational resilience and psychosocial support, taking into account the dual nature of the SPC and considering the 
objectives, priorities, and capabilities of specific organizations, collectives, and teams. 

Presentation of the main research material 

First, we need to clarify the concept of the SPC. Despite considerable research and experience in this area [6, 9, 12, 14-
22, 27, 33, 38, 41, 43, 44, 48, 50, and more], there is no single universally accepted definition of the SPC. In social sciences, 
similar terms are frequently used: “socio-psychological climate,” “moral-psychological climate,” “psychological climate,” and 
“psychological atmosphere of a group.” SPC is the most commonly used term. It depends on how the subject is understood and 
defined. There are serious disagreements on this, which are reflected, in particular, in the still insufficiently clear distinction 
between the concepts of “psychological climate” and “socio-psychological climate.” It sometimes happens that the scope of the 
first concept is extended to encompass that of the second. But sometimes, the first concept replaces the second. 

Through the analogy between socio-psychological phenomena and climate, the significance of group effects is first 
revealed as a condition of interpersonal interaction within a collective, which determines the reciprocal influence of 
interpersonal relations on people’s joint practical activities. 

Secondly, the SPC is characterized as a state of interpersonal relations, implying their capacity for change. The 
dynamics of change in SPC are determined, first, by external factors (material, technical, organizational, and managerial 
conditions of people’s practical activities) and, second, by the perception and understanding of interpersonal relationships as 
a system of interactions.  

The structure of the SPC is determined by the system of relationships that have developed within a group among its 
members and can be characterized by elements that synthesize social and interpersonal relationships. 

One of the criteria that can be used as the basis for such a classification – and, consequently, for structuring the 
psychological climate – is the attitude of team members towards the objects of the surrounding world. According to this 
criterion, four structural elements of the psychological climate can be identified, reflecting the attitudes of team members: 1) 
toward the common task; 2) toward one another; 3) toward the world as a whole; and 4) toward themselves. It should be noted, 
however, that the first two groups are primary – that is, the most revealing and direct manifestations of the psychological 
climate. The next two groups are secondary and more indirect, as they are determined not only by the activities of a specific 
team but also by other factors (social and personal).  

Consequently, there are several approaches to understanding this concept.  
The first approach [15] considers the SPC as a state of collective consciousness (with the climate being defined as 

employees’ attitudes towards the team). SPC is perceived as a comprehensive appraisal of employees' dedication to the team, 
considering loyalty, acceptance of group norms and objectives, interpersonal relationships within the team, working conditions, 
and motivational strategies. The advantage of this approach is that it simplifies the diagnostic procedure by measuring 
individual indicators for each employee. However, this provides an indirect assessment of the team’s effectiveness through 
individual employee evaluations. 

The second approach [43] focuses on the emotional and psychological atmosphere within the group, which can be 
task-oriented (the mind’s focus on the activity itself) and emotional or tonal (a sense of satisfaction with the activity and its 
outcomes). The substantive characterization of the psychological climate is generally linked to an individual’s sense of well-
being within the group (mood, satisfaction, psychological comfort). It is extended to attitudes towards work and other members 
of the group, to interpersonal relationships, and to general relationships. This approach complicated the diagnostic process by 
requiring accounting for a variable factor such as “mood,” but it expanded the range of tools available for developing SPC. 

In accordance with the third approach [16], there is a feature of relationships among individuals who are in close 
contact with one another. Here, SPC is the result of people's joint activities and their interpersonal relationships. These are 
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reflected in group effects such as mood and collective opinion, as well as in the individual well-being of group members. These 
effects are reflected in work-related relationships and in the team’s efforts to accomplish shared tasks. This methodology allows 
for the evaluation of SPC based on interpersonal relationships and performance outcomes. This approach is more effective in 
work collectives that focus on specific, measurable outcomes. However, the multifaceted nature of SPC and the uncertainty 
about the impact of individual components hindered the development of effective methods to improve SPC. 

The fourth approach [21] evaluates the degree of team cohesion, as demonstrated by the social and psychological 
compatibility of group members, their solidarity and moral-psychological unity, and the existence of common beliefs, goals, and 
traditions (i.e., the team climate, a synonym for team cohesion). This approach enables the assessment of the SPC's development 
status based on the team's level of development. Various indicators of cohesion, goal unity, and norms, among others, are used 
for this purpose. Still, the key drawback is that such a team may be focused not on achieving results, but on destructive activities. 
Thus, for work teams, this approach should be used in conjunction with an assessment of the team’s performance. 

The main structural elements of the psychological climate can also be identified based on another criterion: the extent 
to which psychological, social, and sociopsychological manifestations are represented within it. 

The psychological aspect is reflected in the intellectual, emotional, and volitional states and characteristics of the 
collectives within organizational institutions. Thus, it can be said that some collectives are characterized by an atmosphere of 
intellectual activity and creative exploration, purposefulness and optimism, whilst others are characterized by intellectual and 
creative inertia, a lack of new approaches to organizing a particular activity, and a lack of volitional actions and the desire to 
overcome the difficulties that arise when achieving the goals set for the team. 

The social aspect reflects the extent to which social demands are manifested, which are the demands that society 
makes at a certain stage of its development. Accordingly, the social climate can be divided into political, moral, business, 
aesthetic, and other categories. Within each of these, the psychological aspect may have its own specific meaning. 

The socio-psychological aspect is reflected in the integrative indicators of group psychology, which are significant for 
maintaining the group's integrity and functioning as a relatively autonomous association. These include such characteristics of 
the collective as unity, cohesion, the degree of mutual support, the closeness of its members, the similarity of their opinions, 
assessments, and attitudes, and their level of coordination. 

When discussing the nature and content of the SPC, we will always keep in mind that it is a subjective construct—that 
which is reflected—and that it is one of the psychological phenomena that emerges in collectives and groups.  

The objective reality reflected in the psychological climate of a collective is its actual life activity – the specific types of 
activity carried out by its members, how they interact with one another, and the organizational culture. 

Scientists note the dual nature of the collective SPC. The dual nature of the SPC is a combination of the objective 
conditions of the collective's life and the subjective perception of these conditions by each of its members. This phenomenon is 
shaped by both the real environment and people's emotional state. On the one hand, it is a kind of subjective reflection in the 
group consciousness of the entire set of elements of the social situation and the entire environment. On the other hand, arising 
from the direct and indirect influence of objective and subjective factors on group consciousness, the SPC acquires relative 
independence, becomes an objective characteristic of the collective, and begins to influence collective activity and individuals 
in reverse [15, 16, 43]. These two aspects are closely intertwined: comfortable objective conditions help to build a positive 
subjective perception, and conversely, a supportive psychological atmosphere makes it easier to cope with objective difficulties. 
Thus, the SPC is an integral characteristic of relationships, comfort within the collective, and acceptance of group norms, values, 
and goals.  

Within different groups, SPC may vary in both content and orientation; accordingly, three main types are 
distinguished: those with positive, negative, and neutral orientations. Each of the above types of climate has characteristic 
features – both subjective (internal) and objective (external) in nature. Even neutral SPC is influenced by both objective factors 
(such as the type of organization) and subjective factors (such as the assessment of others’ behavior). But it doesn’t take into 
account the priorities for development (of the organisation, collective, or the team) implemented in organizational climate (via 
relevant social norms, management/leadership practices, working atmosphere) (Hussainy [12]): people-oriented 
organizational climate, rule-oriented organizational climate, goal-oriented organizational climate, innovation-oriented 
organizational climate, as well as some dimensions of organisational climate [4]: with strong evidence (safety climate, 
innovation climate, learning climate, ethical climate, inclusion climate), with emerging evidence (empowerment climate, 
leadership climate, risk climate, service climate), with weak evidence (trust climate, team incivility climate, autonomy-
organisational health climate, implementation climate, hospitality climate, affective team climate, agency climate, motivational 
climate, competitive work climate).  

A people-oriented workplace climate “with the primary goal of appreciating and respecting people” (Skvarciany, Iljins, 
Gaile-Sarkane [38]. Prioritizes employees' well-being and development, fostering a supportive and collaborative work 
environment. It emphasizes open communication, teamwork, trust, recognition, and a strong sense of belonging, where 
individuals' needs and contributions are valued (Shahzad, Luqman, Khan, Shabbir [37]). It serves as a social norm that 
translates empathetic leadership into tangible, everyday organizational practices. “To develop this superior subordinate 
connection is critical and helps to develop a feeling among employees that they are an important part of the team. Employees 
should be rewarded at the workplace for their contributions, which are essential to the growth of innovative ideas. Likewise, 
establishing a work-life balance culture will help to create a positive atmosphere at the workplace. Today's employees prefer a 
flexible work schedule. To build a people-oriented organizational atmosphere, it is also necessary to invest in employees' 
growth and success” (Hussainy [12]).  

A rule-oriented organizational climate (which is based on “the organization's defined rules, regulations, and 
processes” (Rudd & Mills [33]), prioritizes structure, strict policy adherence, and established norms (Roswag, Ha usser, Hubert, 
Etgen, Mojzisch [31]) to ensure predictability, safety, and operational order. “People will not be permitted to perform anything 
unless clear guidelines have been established. This attempts to ensure that all members of the organization are safe. The rule-
oriented climate of an organization is based on tradition and a robust set of norms that cannot be readily modified, and 
employees are expected to follow procedures, rules, and regulations. And pre-determined scenarios are frequently planned to 
use established processes and procedures” (Hussainy [12]).  

A goal-oriented organizational climate (in which “it is expected from the employees to reach the specific organizational 
goals (that can be set on daily, weekly or monthly bases) in the specific time period to satisfy the organizational standards and 
rules” (Komenic , Bazdan, Agus aj [19]) prioritizes the pursuit of specific objectives, continuous improvement, and high 
performance. This requires a results-driven culture, performance-based norms, and catalytic leadership practices that 
transform broad objectives into actionable, day-to-day behaviors. “This approach is valuable because it provides insight into 
how to enhance individual-level performance:  
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1) leaders who prioritize employee development implement various management practices to convey their 
commitment to learning; 

2) leaders who prioritize the demonstration of ability conform to a tournament model of career progression in which 
employees are encouraged to engage in ongoing implicit competitions with one another to “win” extrinsic rewards; 

3) leaders who prioritize the avoidance of failure focus on events that challenge their appearance of competence, such 
as group member mistakes, errors, and subpar performance. (Dragoni [6]) 

An innovation-oriented organizational climate is a safe, supportive environment with a shared workplace atmosphere 
where policies, practices, and leadership actively encourage employees to generate, develop, promote, and implement new 
ideas (Kim, Wang, Schuh, Liu [17]) based on “psychological safety, intrinsic motivation, and innovative work behavior” (Xu, 
Wang Suntrayuth [47]). Organizations should develop an entrepreneurial mindset to foster an environment of innovation and 
creativity. Isaksen and Ekvall [13] found that “the organizational environmental characteristics play a critical influence in 
stimulating the workforce to think creatively and augment organizational performance by having radical product innovations”.  

Achieving the goal of fostering a positive, supportive SPC within the workforce is a long-term process of mutual 
understanding that employees strive for and management seeks to cultivate among staff. The process of achieving the ultimate 
goal consists of distinct stages, i.e., goals and tasks at each sub-stage. The main parameters of a supportive SPC are [16]:  

1) duration (characterized by the stability of professional and psychological motives, their consistency throughout the 
entire period of professional training, and chronological sequence); 

2) realism (the individual’s constant assessment of their perceptions of the profession in terms of the fulfillment of 
expectations regarding it; the individual’s ability to distinguish between reality and fantasy in their perceptions of professional 
activity; to realistically assess themselves as a person and their professional knowledge and capabilities); 

3) differentiation (the ability to extract from traditional general psychological training the information necessary to 
solve specific tasks); 

4) comprehensiveness (a synthesized approach to integrated structures, encompassing the full range of accumulated 
knowledge: methodological, procedural and technological, as well as professional and psychological, which ensures the effective 
resolution of operational, educational and developmental tasks); 

5) activity (persistent work moving from what has been acquired towards what has not yet been achieved);  
6) coherence (the degree to which all the employee’s motives for activity are interconnected); 
7) dynamism (a characteristic feature is the process of formation and development from a hypothetical initial level 

(interest in psychology) to a hypothetical state of maturity (professional maturity);  
8) optimism (the degree of confidence in achieving professional goals and in oneself).  
Thus, a supportive SPC would be characterized by certain subjective features that reveal its inner essence: presence 

of a positive outlook for the group and each of its members; mutual trust and high mutual accountability within the group; 
constructive criticism; freedom to express one’s own opinion; absence of pressure from managers on subordinates; sufficient 
awareness among employees of the organisation’s goals and objectives; satisfaction with work and belonging to the group; 
taking responsibility for the state of affairs within the group (Orban-Lembrich); sense of pride in the team’s honour and a desire 
to make a meaningful contribution to its further development; absence of pressure from managers on subordinates and 
granting them the right to make decisions important to the team; a manager’s attentiveness and, at the same time, high 
standards in their approach towards each member of the team; a team environment that fosters active professional and creative 
engagement, self-fulfilment, self-assertion and self-development for every employee.  

Building a supportive SPC depends primarily on five key factors. For example, observing shows that employee 
dissatisfaction is often caused by performance-related factors (standard of teaching, managers’ understanding of staff, etc.), 
functional factors (uneven workload distribution among group members, lack of clarity regarding criteria and indicators for 
assessing learning outcomes, etc.), managerial factors (ambiguity in the manager’s approach towards employees, bias and 
unfairness in managers’ assessments, managers forcing employees to perform functions that are not their responsibility, etc.), 
and psychological factors (contradictions and conflicts, socio-psychological incompatibility among employees, deviations from 
group norms, views and traditions, etc.). If, when working with a group of employees, one attempts to eliminate these negative 
factors, this will undoubtedly contribute to the development of a supportive SPC, a positive working atmosphere among 
employees, and satisfaction with being part of this group.  

A supportive workplace climate transforms fundamentally depending on whether an organization operates in a stable, 
growth-oriented environment or an existential crisis driven by geopolitical conflict, severe market collapse, or war, 
accompanied by primarily with psychosocial safety climate in workplace (manifesting organization's commitment to protecting 
the mental health and well-being of its workers when extreme external danger and trauma surround them, employees’ 
perception of the extent to which the organisation prioritises their psychological wellbeing over operational requirements). 
Maintaining a positive and supportive workplace climate during wartime requires shifting from standard HR practices to a 
trauma-informed, deeply empathetic leadership approach. When employees face existential stress, the workplace must serve 
as a psychological anchor of stability, safety, and purpose.  

To expand on the idea of Turyanskyy, Svydruk, & Hnylianska [41], we attempt to systematize characteristics of 
supportive SPC in wartime. A supportive SPC amid war transforms ordinary workplace comfort into a sense of basic 
psychological safety, giving people the strength to remain resilient, effective, and mentally healthy in extreme conditions. It 
must become an emotionally safe environment where trust, mutual support, awareness of shared goals, and adaptability 
prevail. This does not mean the absence of stress; rather, it indicates the group’s ability to interact effectively whilst maintaining 
morale despite the danger.  

Key indicators of supportive SPC in wartime are: 
1) level of cohesion and mutual support: trust among team members and the sense of security felt by group members 

who openly express their emotions and freely voice their opinions without fear of judgment, since there is always the 
opportunity to receive feedback; mutual support provided by and received from colleagues, the basis of which is the 
unconditional willingness to come to help (both in work tasks and in personal/domestic matters), where everyone feels part of 
a single whole; mutual substitutability with willingness to step in for one another if a team member is physically or mentally 
unable to carry out their duties due to the effects of the war; peer support when colleagues voluntarily share resources, 
information and essential items, and offer help with day-to-day issues; empathy, which manifests itself through an attentive 
attitude to the psychological state of colleagues and subordinates, tolerance for fatigue, manifestations of stress, and emotional 
burnout; emotional integrity by sharing experiences of grief and joy and forging strong bonds (the sense that ‘we are a team 
that will get through this together’); engagement in volunteer work because groups that come together to support the Armed 
Forces of Ukraine or those affected by the conflict demonstrate higher levels of morale.  
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2) setting up of effective communication: clarity and transparency (as all orders, instructions, and goals are clearly 
stated and communicated, since the absence of uncertainty reduces anxiety levels); presence of constructive professional 
criticism; constructive conflict resolution (disputed issues are resolved by finding solutions, rather than assigning blame, with 
an emphasis on maintaining calm in emergencies); awareness (each team member understands the overall situation and their 
role in achieving the common goal);  

3) leadership, adaptive management, and psychological resilience: an authoritative leader is a model of emotional 
resilience, confidence, and fairness who knows how to listen and understand the needs of their subordinates; a manager’s 
flexibility of thinking (as this will determine how quickly the team adapts to new realities, changes in circumstances or sudden 
threats, and responds to force majeure situations without panic); clear coordination with understanding how each contribution 
affects the common goal (business operations, volunteering, or defense); sense of control by focusing on what the team can 
change and accepting circumstances that cannot be influenced; flexibility in decision-making by abandoning rigid bureaucracy 
in favor of efficiency and common sense; trust in leadership because the leader is an example of resilience and calm, 
communicates openly about the situation, and demonstrates respect for people; optimism and belief in success by maintaining 
faith in victory and a positive outlook on the future, despite objective difficulties;  

4) Psychological safety and acceptance: attentiveness to basic needs. Because management and team members 
understand that physical exhaustion and lack of sleep affect productivity, they focus on safeguarding life and health without 
judgment, as team members are tolerant of each other’s emotional reactions, fatigue, or anxiety. There is no pressure to hide 
one’s vulnerability; no hierarchy or bullying because of social equality and respect for personal boundaries, regardless of 
position or rank (particularly relevant for military units); workplace as a safe space for expressing opinions where everyone 
can openly discuss their fears and concerns without fear of criticism or being belittled; avoiding the search for culprits, instead 
of mutual recriminations, the focus shifts to constructive problem-solving and mutual support. 

A supportive SPC is, by its nature, very close to a people-oriented SPC. In wartime, it is crucial to support an 
organization's social component. Therefore, SPC transforms from a tool for staff motivation into a tool for organizational 
survival. War has led to the restructuring of all organizational processes and created uncertainty in the workplace. Flexibility 
and adaptation provided by staff are necessary to eliminate this uncertainty. But staff are also people who find themselves in 
difficult and stressful circumstances. Therefore, it is crucial to adopt a people-oriented approach to SPC in wartime. However, a 
purely people-oriented SPC is insufficient; it is important to consider individual elements of a goal-oriented and innovation-
oriented SPC. For example, a goal-oriented SPC emphasizes setting goals and focusing efforts on achieving them, but in such 
circumstances, the goal is the organization's survival. An innovation-oriented SPC emphasizes support for innovation and risk-
taking as tools for ensuring adaptability in the current environment. Therefore, the characteristics and indicators of a 
supportive SPC should be grounded in a human social performance management system and take into account the individual 
aspects of goal-oriented and innovation-oriented SPC. 

An unfriendly or negative SPC is characterized by the exact opposite traits: members of these teams are indifferent 
towards one another and towards the team as a whole; they do not take an interest in the state of affairs; they work the required 
hours and show no interest in matters that do not directly concern them. In other words, it can be argued that in an unfriendly 
SPC, the team and each employee exist as if in isolation from one another; as if separated in time and space, which leads to poor 
work performance, unsatisfactory discipline, tension in personal relationships, conflict, and a desire to change jobs. To “detox” 
negative SPC (according to Pfeffer [29] to Toxic Work Climates) Priesemuth and Schminke [30] provide holistic approach build 
on “Integrative Review and Development of a New Construct and Theoretical Framework Toxic Work Climates” (in particluar 
for specific abusive supervision climate, bullying climate, harassment and discrimination climates, aggression and violence 
climates, ostracism climate, social undermining climate, social undermining climate, interpersonal deviance climate, 
interactional justice climate).  

A neutral SPC prioritizes objectivity, fairness, and professional boundaries, protecting teams from emotional volatility. 
Achieving this requires cultural norms that mandate clear communication (with clear boundaries, based on open dialogue, 
limited to work/business communication) and mutual respect, with objective evaluations, alongside democratic, unbiased, 
inclusive leadership practices focused on inclusive decision-making, equitable resource distribution, and consistent policy 
enforcement. Employees exhibit objective & task-focused counterproductive work behavior without initiative, are oriented 
toward procedural adherence, and demonstrate indifference toward corporate culture. Even neutral SPC is influenced by both 
objective factors (such as the type of organization) and subjective factors (such as the assessment of others’ behavior); 
organizational atmosphere, it is also necessary to invest in employees' growth and success” (Hussainy [12]). 

Managing the SPC involves a variety of methods and approaches aimed at reducing conflict, improving employee 
interactions, minimizing stressful situations, and, as a result, creating a supportive emotional and psychological environment. 
Nowadays, companies often assign a specific employee to monitor and manage SPC. Nonetheless, it is frequently challenging 
for them to consider the unique work requirements of each employee, particularly when there is only one pertinent specialist 
for the entire organization and numerous teams. Several HR specialists aim to reduce stress levels and increase employee 
engagement (such as a Chief Happiness Officer, an HR Business Partner (HRBP), a People Partner, and a Well-being Manager). 
However, in the face of severe budget cuts, managers are forced to take on these responsibilities themselves. Consequently, their 
role in fostering a positive social and psychological environment is becoming increasingly important. The role of a manager in 
shaping the SPC is a central aspect of management [22, 50]. Any problems must be resolved with due regard for the social and 
psychological consequences, taking into account the actual people within the team and their psychology. The manager’s 
activities, as an element of the management system, are based on requirements arising from the objective laws of social 
development. However, different people implement these requirements and contribute to the creation of the SPC within the 
team in different ways. Three key variables form the basis of a manager’s psychological profile in terms of their influence on 
the moral and psychological climate: authority, personality, and leadership style. Engaging psychologists in the process of 
fostering a positive SPC and enhancing the effectiveness of professional interactions involves specialists working in the 
following key areas: 1) assessing the SPC as a key indicator of professional group interaction; 2) the psychologist’s advisory 
work on optimizing interpersonal interactions among team members and enhancing their cohesion; 3) harmonizing 
professional and personal relationships; 4) preventing and resolving conflict situations; 5) psychoprophylactic, 
psychotherapeutic, and psychocorrectional work with individual staff members. 

Conclusions and prospects for further research 

This research article explores the nature of SPC, summarizes and analyzes approaches to understanding it, and 
identifies key factors influencing SPC and the characteristics of its various dimensions. Using a psychological approach, the 
authors studied the transformation of the SPC role during martial law. Authors plan to continue their further research by 



 

ISSN 2415-8453. Ukrainian Journal of Applied Economics and Technology. 2026. Volume 11. № 3.  
117 

creating new diagnostic tools for measuring and managing workplace climate, improving it, and providing more practical 
advice on how to establish a supportive social and psychological environment (Amoadu, Ansah, Sarfo [2]; Dong, Li, Hernan [5]; 
Weziak-Bialowolska, Lee, Cowden, Bialowolski, Chen, VanderWeele, McNeely [45]) based on the DEI concept [7] during 
wartime and the post-war period by applying effective tools for psychological support (Amoadu, Ansah, Sarfo [2]; Dong, Li, 
Hernan [5]) and ecological managerial practices [12, 46] to build change-oriented behavior (Gil, Mataveli, Garcia-Alcaraz, 
Ibanez-Somovilla [8]). 
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