
   CORPS & PSYCHISME 

P-ISSN: 2496-4476 E-ISSN: 2273-1571   

Volume 13/ Issue 1/ 2026 

491 
 

P
ag

e4
9

1
 

P
ag

e4
9

1
 

P
ag

e4
9

1
 

P
ag

e4
9

1
 

Social Behavior and Its Psychosocial Correlates Among Workers 

 

Smail Yahiaoui 

University of Bechar 

Email: ismail.yahiaoui@univ-bechar.dz  

Fathi Abdenbi 

University of Adrar 

Email: fathi@univ-adrar.edu.dz  

Abdelmelek Bendoura 

University of Adrar 

Email: bendoura.malek@univ-adrar.edu.dz 

 

Received : 16/08/2025 ; Accepted : 17/12/2025 ; Published : 14/03/2026 

 

 

Abstract: 

Social behavior represents a critical dimension of human interaction, influencing both 

individual well-being and organizational effectiveness. Among workers, social behavior is 

closely intertwined with psychological and social factors, including emotional intelligence, 

stress management, interpersonal relationships, and social adaptation. Understanding the 

psychosocial correlates of social behavior can provide insight into how employees interact with 

colleagues, respond to organizational challenges, and contribute to a positive work 

environment. This study examines the relationship between social behavior and psychosocial 

factors among workers, focusing on how psychological well-being, social support, and 

interpersonal competencies affect workplace behavior. The study highlights that employees 

with higher levels of social and psychological adjustment demonstrate more effective 

communication, collaboration, and problem-solving skills, which enhance productivity and 

organizational cohesion. Furthermore, the research emphasizes the role of organizational 

interventions, leadership support, and workplace policies in promoting positive social behavior 

among workers. By exploring these dynamics, the study offers practical recommendations for 

fostering healthy social interactions, improving employee satisfaction, and strengthening 

organizational performance. 

Keywords: Social behavior, psychosocial factors, workers, interpersonal relationships, 

organizational well-being, workplace adaptation. 

 

Introduction: 

Social behavior among workers is a fundamental aspect of organizational life, reflecting the 

ways in which individuals interact, communicate, and collaborate within professional settings. 

These behaviors are shaped by a combination of individual psychological characteristics, social 

experiences, and organizational contexts. Understanding the factors that influence social 

behavior is essential for creating a productive, harmonious, and psychologically healthy 

workplace. Employees who exhibit positive social behavior tend to communicate effectively, 

cooperate with colleagues, manage conflicts constructively, and contribute to collective goals, 

thereby enhancing both individual and organizational outcomes (Robbins & Judge, 2019). 
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Conversely, negative social behavior, such as aggression, withdrawal, or poor communication, 

can lead to decreased morale, lower productivity, and heightened workplace tension. 

Psychosocial factors, including stress levels, emotional regulation, social support, and personal 

resilience, play a pivotal role in shaping workers’ social behavior. Employees who possess 

strong coping mechanisms, emotional intelligence, and supportive social networks are better 

equipped to manage workplace challenges, maintain constructive interpersonal relationships, 

and demonstrate socially positive behavior (Goleman, 1998; Berry, 1997). Psychological well-

being affects motivation, satisfaction, and engagement, which in turn influence how employees 

relate to their peers and superiors. Social support from colleagues, supervisors, and 

organizational structures further reinforces positive behavior, creating an environment where 

collaboration, trust, and respect are valued. 

The study of social behavior among workers also requires attention to individual differences, 

including personality traits, cultural background, and previous work experiences. These 

differences shape how employees perceive social cues, respond to stressors, and interact with 

others. For instance, employees with high levels of agreeableness and conscientiousness are 

generally more cooperative and reliable in social interactions, whereas individuals with higher 

levels of neuroticism may experience challenges in managing interpersonal conflicts (Costa & 

McCrae, 1992). Understanding these individual factors allows organizations to implement 

tailored interventions that promote social integration, reduce conflict, and enhance overall 

workplace harmony. 

Organizational context and leadership practices are equally important in influencing social 

behavior. Leaders who demonstrate supportive, participative, and ethical behavior create 

conditions that encourage positive social interactions among employees (Bass & Riggio, 2006; 

Northouse, 2021). Leadership practices such as mentoring, recognition, conflict mediation, and 

open communication contribute to the development of employees’ interpersonal skills, social 

confidence, and workplace adaptability. Moreover, organizational policies and culture that 

prioritize inclusion, collaboration, and respect reinforce socially constructive behaviors, 

ensuring that employees feel valued and supported in their roles. 

Stress management is another crucial aspect of psychosocial influences on social behavior. 

Work-related stress, if not properly addressed, can lead to emotional exhaustion, decreased 

motivation, and negative interactions with colleagues (Lazarus & Folkman, 1984). Employees 

who have access to stress reduction programs, supportive supervisors, and social networks are 

better able to manage challenges and maintain positive social conduct. In this sense, 

psychosocial interventions targeting stress, coping strategies, and emotional resilience are 

essential for fostering a healthy workplace environment. 

Communication skills are tightly linked to social behavior and psychosocial well-being. 

Effective communication enables employees to express ideas clearly, resolve conflicts 

constructively, and build trust within teams. Training programs and leadership support that 

emphasize active listening, empathy, and assertiveness help employees navigate social 

dynamics, improve collaboration, and reduce misunderstandings (Riggio, 2013). Workers who 

develop strong communication skills are more likely to engage in cooperative behavior, 

contribute to problem-solving, and enhance overall organizational performance. 
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Interpersonal relationships within the workplace also influence employees’ social behavior. 

Positive relationships with colleagues and supervisors provide emotional support, guidance, 

and feedback that strengthen social competencies. Collaborative work environments encourage 

knowledge sharing, collective problem-solving, and mutual respect, which in turn foster 

prosocial behaviors among employees (Johnson & Johnson, 2017). Newly recruited or less 

experienced employees benefit particularly from such supportive interactions, which facilitate 

integration and adaptation. 

The development of social behavior among workers is not only beneficial for individual 

employees but also for organizational effectiveness. Employees who exhibit prosocial 

behaviors, cooperation, and engagement contribute to a positive organizational climate, higher 

productivity, and reduced turnover. Organizations that invest in leadership development, 

employee mentoring, social skills training, and supportive policies are more likely to cultivate 

a workforce that demonstrates high levels of social competence and psychological well-being 

(Robbins & Judge, 2019). 

Furthermore, ethical considerations and organizational justice play a role in shaping social 

behavior. Employees are more likely to behave constructively when they perceive fairness, 

transparency, and ethical conduct in the organization. Leaders who demonstrate integrity, 

impartiality, and respect for employees’ rights foster trust and encourage behaviors aligned with 

organizational goals (Greenberg, 1990). Psychosocial well-being, combined with ethical 

leadership, ensures that employees feel secure, valued, and motivated to engage positively with 

colleagues. 

Finally, understanding the relationship between social behavior and psychosocial factors among 

workers provides practical insights for improving organizational practices. By addressing 

psychological well-being, enhancing social skills, and fostering supportive environments, 

organizations can promote a culture of collaboration, respect, and productivity. Such 

interventions not only improve employee satisfaction and engagement but also strengthen 

organizational resilience, innovation, and long-term success. Promoting psychosocial 

adjustment alongside social behavior development is therefore a strategic investment in both 

human capital and organizational effectiveness. 

 

Dimensions of Social Behavior Among Workers 

Social behavior among workers encompasses the range of interpersonal, cooperative, and 

ethical actions that employees demonstrate in organizational settings. These behaviors 

influence both individual success and organizational efficiency, shaping workplace dynamics 

and overall climate (Robbins & Judge, 2019). Social behavior is not limited to formal tasks but 

includes how employees communicate, collaborate, resolve conflicts, and adapt to the social 

norms of their workplace. Understanding these behaviors is essential for promoting harmonious 

interactions, reducing misunderstandings, and enhancing productivity. Newly recruited and 

experienced employees alike rely on these social competencies to integrate successfully into 

teams and contribute meaningfully to collective goals. 

Cooperation is a central dimension of social behavior in the workplace. Employees who exhibit 

cooperative behavior share knowledge, assist colleagues, and work collaboratively to achieve 

shared objectives (Johnson & Johnson, 2017). Cooperation promotes trust and reduces 
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workplace friction, allowing teams to function more effectively. For workers, developing 

cooperative skills requires guidance, practice, and reinforcement from both peers and 

leadership. Employees who demonstrate high levels of cooperation tend to be more adaptable, 

supportive, and socially integrated within their organizations, which in turn enhances overall 

performance. 

Communication skills form another critical component of social behavior. Effective 

communication involves conveying information clearly, listening actively, and adapting 

messages to suit different audiences (Riggio, 2013). In a workplace setting, strong 

communication skills enable employees to articulate ideas, resolve misunderstandings, and 

engage collaboratively with colleagues and supervisors. Social behavior is strengthened when 

employees can express themselves assertively while maintaining respect for others, creating a 

foundation for positive interpersonal interactions and professional relationships. 

Teamwork is closely linked to cooperation and communication. Employees who can function 

effectively within teams contribute to task completion, innovation, and collective problem-

solving (Katzenbach & Smith, 2005). Teamwork requires understanding roles, negotiating 

responsibilities, and balancing individual and group needs. Social behavior is demonstrated 

through active participation, empathy, and constructive feedback, all of which support effective 

collaboration. Leaders play a pivotal role in fostering teamwork by structuring tasks, 

encouraging participation, and modeling cooperative behaviors. 

Responsibility and accountability are vital elements of social behavior. Employees who take 

ownership of their work, meet deadlines, and uphold ethical standards demonstrate social 

maturity and professionalism (Robbins & Judge, 2019). These behaviors strengthen trust among 

colleagues and supervisors, promoting a reliable and stable work environment. Workers who 

develop responsibility as part of their social behavior contribute to organizational efficiency 

while enhancing their own reputation and career prospects. 

Conflict resolution is another essential dimension of social behavior. In dynamic workplaces, 

disagreements are inevitable, but the ability to manage conflicts constructively reflects a 

worker’s social competence (Thomas & Kilmann, 1974). Employees with strong conflict 

resolution skills navigate disputes respectfully, find mutually acceptable solutions, and 

maintain professional relationships. Such skills are cultivated through experience, mentoring, 

and supportive leadership practices, ensuring that conflicts do not disrupt team cohesion or 

organizational productivity. 

Ethical conduct underpins all social behavior in the workplace. Employees who adhere to 

ethical principles, respect colleagues, and demonstrate integrity contribute to a culture of trust 

and fairness (Greenberg, 1990). Ethical behavior promotes positive interactions, reduces 

workplace tension, and fosters a sense of psychological safety, enabling employees to engage 

more fully in collaborative activities. Leaders who model ethical behavior reinforce these 

standards, guiding workers in developing socially responsible practices. 

Adaptability is increasingly recognized as a dimension of social behavior in modern 

workplaces. Employees who adjust effectively to new roles, changing priorities, and diverse 

social dynamics demonstrate resilience and flexibility (Pulakos et al., 2000). Adaptable 

employees can navigate uncertainties, collaborate across teams, and integrate into new 
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organizational contexts more effectively. Social behavior is strengthened when adaptability is 

coupled with supportive leadership and structured learning opportunities. 

Motivation and engagement contribute directly to social behavior. Employees who are 

intrinsically motivated to perform well and engage with colleagues are more likely to exhibit 

cooperative, communicative, and collaborative behaviors (Ryan & Deci, 2000). Motivation 

drives proactive participation in team activities, constructive problem-solving, and social 

learning, reinforcing overall workplace cohesion. Leadership practices that recognize and 

reward contributions further enhance motivation, promoting the development of positive social 

behavior. 

Finally, emotional intelligence is a foundational element of social behavior. Employees with 

high emotional intelligence demonstrate self-awareness, empathy, and effective interpersonal 

skills, enabling them to manage relationships constructively (Goleman, 1998). Emotional 

intelligence allows workers to understand colleagues’ perspectives, respond appropriately to 

social cues, and maintain harmony in professional interactions. Developing emotional 

intelligence among employees strengthens overall social behavior, promoting a more cohesive 

and supportive organizational environment. 

 

Psychosocial Factors Affecting Social Behavior 

Psychosocial factors play a pivotal role in shaping workers’ social behavior. These factors 

include psychological well-being, emotional regulation, resilience, social support, and 

motivation, all of which influence how employees interact with colleagues and adapt to 

workplace demands (Berry, 1997). Workers with strong psychosocial adjustment exhibit higher 

levels of cooperation, communication, and conflict resolution, contributing to both individual 

and organizational success. Understanding the interplay between social behavior and 

psychosocial factors provides organizations with insights for improving employee development 

and workplace dynamics. 

Psychological well-being is closely tied to social behavior. Employees who experience high 

levels of satisfaction, low stress, and positive emotional states are more likely to engage in 

constructive interpersonal interactions (Lazarus & Folkman, 1984). Conversely, stress, anxiety, 

or burnout can undermine social behavior, leading to withdrawal, aggression, or poor 

collaboration. Organizations that prioritize mental health initiatives, stress management 

programs, and supportive work environments help employees maintain psychological well-

being, which directly enhances social behavior and workplace cohesion. 

Emotional regulation is another key psychosocial factor. Employees who can manage their 

emotions effectively, particularly under pressure or in conflict situations, demonstrate more 

constructive social behavior (Gross, 2002). Emotional regulation enables workers to respond 

thoughtfully rather than react impulsively, supporting collaboration, communication, and 

conflict resolution. Leaders who provide guidance, modeling, and feedback can enhance 

employees’ emotional regulation skills, fostering healthier workplace interactions. 

Resilience is a psychosocial characteristic that affects social behavior by enabling employees 

to cope with challenges, adapt to change, and recover from setbacks (Masten, 2001). Resilient 

employees are better equipped to manage workplace stress, maintain positive relationships, and 

continue contributing effectively despite obstacles. Organizations can cultivate resilience 



   CORPS & PSYCHISME 

P-ISSN: 2496-4476 E-ISSN: 2273-1571   

Volume 13/ Issue 1/ 2026 

496 
 

P
ag

e4
9

6
 

P
ag

e4
9

6
 

P
ag

e4
9

6
 

P
ag

e4
9

6
 

through training programs, mentorship, and supportive leadership practices that reinforce 

adaptive behaviors and perseverance. 

Social support is a significant determinant of social behavior among workers. Support from 

colleagues, supervisors, and the organizational environment reinforces positive interactions, 

reduces stress, and enhances workplace adaptation (House, 1981). Employees who perceive 

high levels of social support are more likely to engage in cooperative, communicative, and 

collaborative behaviors, promoting overall social cohesion. Leadership practices that foster 

inclusivity, mentorship, and peer support contribute to this psychosocial resource. 

Motivation interacts with psychosocial factors to influence social behavior. Intrinsic 

motivation, fueled by personal satisfaction and engagement, drives employees to participate 

actively in teamwork, problem-solving, and knowledge sharing (Ryan & Deci, 2000). Extrinsic 

motivation, supported by recognition, rewards, and feedback, reinforces socially constructive 

behaviors. Leaders who cultivate motivation through goal-setting, encouragement, and 

acknowledgment of contributions strengthen both psychosocial adjustment and social behavior. 

Self-efficacy, or the belief in one’s ability to perform tasks successfully, affects social behavior 

by influencing confidence in communication, collaboration, and problem-solving (Bandura, 

1997). Employees with high self-efficacy are more willing to engage socially, take initiative, 

and contribute to team efforts. Organizational programs that build skills, provide feedback, and 

create mastery experiences enhance self-efficacy, thereby promoting constructive social 

behavior. 

Cultural and organizational norms represent psychosocial factors that shape behavior. 

Employees internalize expectations regarding collaboration, respect, and ethical conduct 

through socialization within the organization (Schein, 2010). Leaders play a pivotal role in 

establishing these norms through modeling, reinforcement, and organizational policies, 

ensuring that social behavior aligns with desired workplace standards. 

Work-life balance is another psychosocial factor impacting social behavior. Employees who 

can manage personal and professional responsibilities effectively experience less stress and are 

better able to engage socially at work (Greenhaus & Allen, 2011). Policies and practices that 

support flexible scheduling, workload management, and employee well-being contribute to 

enhanced psychosocial adjustment, which in turn fosters positive social behavior. 

Finally, the interplay of psychosocial factors is cumulative and dynamic. Psychological well-

being, emotional regulation, resilience, social support, motivation, self-efficacy, cultural norms, 

and work-life balance collectively shape how employees interact and behave in the workplace 

(Berry, 1997). Organizations that adopt a holistic approach to psychosocial development, 

integrating leadership, support systems, and policies, create environments that facilitate positive 

social behavior and enhance organizational effectiveness. 

 

The Role of Organizational Leadership and Environment 

Organizational leadership and workplace environment play a central role in shaping employees’ 

social behavior. Leaders influence behavior through guidance, communication, role modeling, 

mentoring, and the establishment of supportive structures (Northouse, 2021). A positive 

organizational environment characterized by trust, inclusivity, and ethical standards encourages 

employees to engage in constructive social behavior, enhancing cooperation, communication, 



   CORPS & PSYCHISME 

P-ISSN: 2496-4476 E-ISSN: 2273-1571   

Volume 13/ Issue 1/ 2026 

497 
 

P
ag

e4
9

7
 

P
ag

e4
9

7
 

P
ag

e4
9

7
 

P
ag

e4
9

7
 

and team cohesion. Newly recruited and existing employees alike are affected by leadership 

approaches that prioritize interpersonal development alongside operational objectives. 

Mentoring and coaching are key leadership practices that facilitate social behavior 

development. Leaders who provide guidance, feedback, and support help employees navigate 

interpersonal challenges, understand organizational norms, and build confidence in their social 

interactions (Kram, 1985). Mentoring fosters knowledge sharing, cooperation, and the 

acquisition of skills necessary for constructive engagement in teams. For newly recruited 

employees, mentorship accelerates adaptation and encourages the development of prosocial 

behaviors. 

Effective communication by leaders promotes positive social behavior. Leaders who maintain 

open dialogue, actively listen, and provide timely feedback foster trust, reduce 

misunderstandings, and create opportunities for collaboration (Hackman & Johnson, 2013). By 

modeling clear and respectful communication, leaders encourage employees to adopt similar 

behaviors, reinforcing cooperation, empathy, and conflict resolution skills. 

Participative leadership encourages employee engagement in decision-making and problem-

solving processes, strengthening social behavior (Likert, 1967). Employees who are involved 

in organizational decisions develop negotiation skills, collaboration competencies, and a sense 

of ownership. Such participation enhances motivation, interpersonal understanding, and 

integration within the organizational community. 

Recognition and reinforcement of positive behavior are essential leadership strategies. Leaders 

who acknowledge collaborative efforts, ethical conduct, and professional achievements 

reinforce socially constructive behavior (Robbins & Judge, 2019). Recognition motivates 

employees to maintain positive social behaviors, fosters loyalty, and strengthens cohesion 

within teams. 

Conflict management is another critical dimension of leadership affecting social behavior. 

Leaders who mediate disputes constructively, model respectful resolution strategies, and 

establish clear protocols for addressing disagreements help employees develop essential 

interpersonal skills (Thomas & Kilmann, 1974). Effective conflict management reduces 

tension, encourages problem-solving, and supports a cooperative organizational climate. 

Organizational culture shaped by leadership impacts social behavior significantly. Cultures that 

emphasize respect, inclusivity, collaboration, and ethical conduct reinforce desired social 

behaviors (Schein, 2010). Employees immersed in supportive cultures internalize norms of 

cooperation, communication, and ethical engagement, which enhance workplace cohesion and 

organizational performance. 

Adaptive leadership, where leaders tailor strategies to the needs of employees and 

organizational circumstances, promotes social behavior by addressing specific challenges and 

developmental requirements (Heifetz, 1994). Adaptive practices help employees navigate 

change, reduce stress, and develop resilience, supporting constructive social interactions. 

Training and professional development initiatives guided by leadership also strengthen social 

behavior. Programs targeting communication, teamwork, emotional intelligence, and 

interpersonal skills provide employees with structured opportunities to practice and enhance 

socially constructive behaviors (Pulakos et al., 2000). Leaders who actively support such 

initiatives facilitate social growth and organizational integration. 
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Finally, the combination of effective leadership and a supportive organizational environment 

establishes the foundation for sustained social behavior among employees. Leaders who model 

ethical conduct, provide guidance, communicate openly, and foster inclusive cultures create 

workplaces where employees feel valued, supported, and motivated to engage positively. Such 

environments not only enhance individual social development but also contribute to 

organizational resilience, productivity, and long-term success. 

 

Conclusion and Recommendations 

In conclusion, social behavior among workers is a fundamental aspect of organizational life, 

directly influencing individual performance, interpersonal relationships, and overall 

organizational effectiveness. This study has shown that social behavior encompasses 

cooperation, communication, teamwork, responsibility, conflict resolution, ethical conduct, 

adaptability, motivation, and emotional intelligence. These dimensions collectively determine 

how employees interact with colleagues, respond to challenges, and integrate into 

organizational structures. Employees who exhibit strong social behavior contribute to 

harmonious workplace relationships, enhanced collaboration, and higher productivity, 

highlighting the critical importance of understanding and fostering these behaviors (Robbins & 

Judge, 2019; Goleman, 1998). 

Psychosocial factors, including psychological well-being, emotional regulation, resilience, 

social support, motivation, self-efficacy, cultural norms, and work-life balance, play a pivotal 

role in shaping social behavior. Employees who maintain positive psychosocial adjustment 

demonstrate more effective communication, cooperation, and problem-solving skills. 

Conversely, stress, poor emotional regulation, and lack of social support can hinder social 

behavior, leading to conflicts, reduced collaboration, and lower organizational effectiveness. 

Organizations that prioritize psychosocial well-being through supportive leadership, mentoring, 

training, and policies contribute to the development of socially competent and adaptive 

employees (Berry, 1997; Lazarus & Folkman, 1984). 

Leadership and organizational environment are central to fostering social behavior. 

Transformational, participative, and adaptive leadership practices enhance employees’ 

interpersonal skills, facilitate mentorship, encourage participatory decision-making, and 

reinforce ethical conduct. Leaders who communicate openly, provide recognition, manage 

conflicts constructively, and establish an inclusive organizational culture create environments 

where employees feel supported, valued, and motivated to engage positively. Such leadership 

practices are essential in helping newly recruited employees adapt, learn organizational norms, 

and internalize social behaviors that promote team cohesion and workplace harmony 

(Northouse, 2021; Kram, 1985; Hackman & Johnson, 2013). 

Furthermore, the interrelationship between social behavior and psychosocial factors 

underscores the need for a holistic organizational approach. Training programs targeting 

emotional intelligence, communication, teamwork, resilience, and stress management equip 

employees with the competencies necessary for positive social interactions. Supportive policies 

and work environments, including mentoring, feedback systems, and work-life balance 

initiatives, further reinforce socially constructive behavior. Employees who experience 

consistent psychosocial support demonstrate higher engagement, cooperation, and adaptability, 
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leading to more productive and innovative workplaces (Pulakos et al., 2000; Ryan & Deci, 

2000). 

Ethical behavior and adherence to organizational values are also critical in promoting social 

behavior. Employees are more likely to engage in prosocial behaviors when they perceive 

fairness, transparency, and integrity in leadership. Ethical leadership strengthens trust, reduces 

conflicts, and encourages employees to model constructive behavior in their interactions, 

enhancing overall organizational climate (Greenberg, 1990; Schein, 2010). Organizations that 

prioritize ethics and fairness alongside psychosocial support provide a foundation for 

sustainable employee engagement and workplace harmony. 

Conflict resolution is a key factor that integrates social behavior, psychosocial adjustment, and 

leadership influence. Employees who develop skills to manage interpersonal disagreements 

constructively contribute to team cohesion and reduce stress within the workplace. Leaders who 

model conflict resolution, provide guidance, and establish clear protocols facilitate the 

development of these skills, fostering environments where collaboration and cooperation can 

thrive (Thomas & Kilmann, 1974). Conflict management, when supported by psychosocial 

resources, further reinforces adaptive and socially competent behavior among workers. 

Motivation and engagement are essential for sustaining positive social behavior. Employees 

who are intrinsically motivated, supported by recognition, and provided opportunities for 

growth are more likely to demonstrate cooperative, communicative, and proactive behaviors. 

Leadership practices that acknowledge achievements, provide feedback, and cultivate intrinsic 

motivation strengthen employees’ commitment to constructive social interactions, enhancing 

both individual and organizational outcomes (Ryan & Deci, 2000). Motivation interacts 

dynamically with psychosocial factors, reinforcing the development and maintenance of 

positive social behavior. 

The study highlights the importance of emotional intelligence as a foundational component of 

social behavior. Employees with high emotional intelligence can perceive and regulate their 

own emotions, empathize with colleagues, and navigate social complexities effectively. 

Leaders and organizations that prioritize emotional intelligence development through training, 

mentoring, and modeling behaviors foster employees’ social competencies, resulting in 

improved collaboration, reduced conflict, and stronger workplace cohesion (Goleman, 1998). 

Finally, fostering social behavior requires an integrated approach that combines leadership, 

psychosocial support, training, and organizational policies. Organizations that invest in 

employee well-being, provide mentorship programs, emphasize ethical leadership, and 

cultivate a supportive culture create conditions where employees can develop strong social 

characteristics. Such investment not only enhances workplace harmony but also drives long-

term productivity, employee satisfaction, and organizational resilience. Social behavior, 

psychosocial adjustment, and leadership are therefore mutually reinforcing elements that 

contribute to organizational success and the sustainable development of human capital. 

 

Recommandations : 

1. Implement leadership training programs emphasizing transformational, participative, 

and adaptive approaches to foster social behavior. 
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2. Establish structured mentoring and coaching systems for newly recruited and existing 

employees to promote interpersonal skill development. 

3. Provide psychosocial support through stress management programs, counseling 

services, and resilience-building initiatives. 

4. Integrate social skills, communication, teamwork, and emotional intelligence training 

into professional development programs. 

5. Foster ethical leadership and transparent organizational policies to reinforce fairness, 

trust, and constructive social behavior. 

6. Encourage participatory decision-making and recognition systems to motivate 

employees and reinforce prosocial behavior. 

7. Promote inclusive organizational culture and peer support networks to strengthen 

collaboration, cohesion, and workplace satisfaction. 
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