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Introduction. The features of the psychological climate in the workforce affect the social,
psychological and production processes at the enterprise. Therefore, it can be argued that the socio-
psychological climate of the workforce largely determines the success and competitiveness of the enterprise,
as well as its position on the market. Therefore, the formation of a favorable socio-psychological climate in
the workforce of any enterprise is a priority task for every manager. It is no secret that people spend most of
their time at work and in the workforce in particular. This means that it is necessary to make his stay at the
workplace and among colleagues as comfortable as possible. This not only guarantees a reduction in the
level of stress among employees, but is also one of the main factors of productivity growth. That is why the
study of the socio-psychological climate in the workforce is very relevant.

Review of recent research sources and publications. The socio-psychological climate in the
workforce is studied by many scientists. Among foreign researchers, the most famous are Baltes B.B. [1, 5,
71, Zhdanova L.S. [1, 7], Parker C.P. [1], O'Donovan G. [2], Lee A. S. [3], Dennis A. R. [3], Bal P. M. [4],
Chiaburu D.S. [4], Jansen P.G.W. [4], Glisson C. [6], Parker C.P. [7], Biswa S. [8], Klem C. [9],
Schlechter A.F. [9], F. Hertzberg, L. Davis, E. Mayo, E. Pratkanis, Among domestic: Maksymenko A.H.
[10], Chupryna N.D. [10], Skibitska L. I. [11], Padafet Yu. [12], Babenko T. V. [13], Didyk A. M. [14],
Kuzmin O. E. [14], Bocharov S., Klimov. N., Meltyukhova. H., Odintsova O., Obolenskyi B., Savchenko O.,
Sventsitskyi L., Skibitska H., Khoroshev H., Shchekin H. Despite the fact that this issue is studied by many
scientists, yet this topic remains relevant to this day, because human relations are constantly evolving and
changing.

Problem statement. The basis for the functioning of any enterprise is human resources, and the labor
collective is the basis that unites them to achieve the strategic goals of the enterprise. Therefore, the
relevance of this problem is due to the need to improve the relationship of employees of the enterprise, which
in turn will contribute to the formation of a favorable socio-psychological climate in the workforce.
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The purpose of the article is to study the theoretical foundations of the formation of a favorable
socio-psychological climate in the workforce and the creation of such conditions that will ensure the interest
of employees in the effective operation of the enterprise.

Main material and results. The effectiveness of the labor collective depends on the socio-
psychological climate at the enterprise — as a set of interrelated, stable socio-psychological characteristics of
the group, organization (dominant characteristics in relation to the goals and motives of joint activity, in
relations between people, in moral and intellectual attitudes, as well as in the prevailing mood) [11].

Shakurov R. offers to consider the socio-psychological climate taking into account the following
features: psychological, social and socio-psychological. "The psychological form of climate is revealed in
the emotional, volitional and intellectual states and properties of the group (so, we can talk about the
atmosphere of optimism, fear, purposefulness or volitional relaxation, creative search and intellectual activity
of a person)." In his opinion, if the intellect, emotions, will fix their social meaning, then there will be a
social aspect, the socio-psychological aspect is manifested in unity, consent, satisfaction, friendship,
cohesion.

The components of the socio-psychological climate are shown in figure 1.

Socro-psychological
aspect

Psychological

aspect Social aspect

+ Intellectual, * The degree of + Unity, cohesion,
emotional and representativeness mutual assistance,
volitional States in the climate of respect,
and properties of social cooperation,
the collective requirements support, goodwill,
purposefulness,
closeness of team
members,
similarity of their
thoughts

Fig. 1. Components of the socio-psychological climate

So, as we can see, the concept of socio-psychological climate is quite broad and includes several
components.

The socio-psychological climate is a qualitative aspect of relations that manifests itself as a set of
psychological conditions that promote or hinder productive joint activities and comprehensive development
of the individual in the group. Such a climate can be favorable, unfavorable, neutral, and have a positive or
negative impact on a person's well-being.

Characteristics of a favorable social and psychological climate of the labor collective:

—support, trust and respect for each other of each member of the workforce;

—respectful, fair and demanding attitude of employees to each other with established trust
relationships;

—purposefulness of the team;

—cooperation, mutual assistance, kindness and care;

—participation of team members in joint activities;

—spending free time together;

—support each other in all endeavors;

—free but respectful expression of opinions about individuals;

—no pressure from management;

—the right to make an independent decision;
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—empathy for the success or failure of individual team members;

—responsibility of each member for the state of Affairs in the team;

—help any of the team members;

—high level of awareness of the organization's goals and performance of certain production tasks;

—support and protection of the weak;

—objective criticism of business skills;

—help and support for newbies;

—high levels of results of work and professional activities;

—low staff turnover;

—the level of labor discipline at a high level;

—lack of conflict, tension and ill-will in the team;

—loyalty to the company, management and staff.

Characteristics of an unfavorable socio-psychological climate in the workforce:

—bad mood, conflict, aggression, distrust of each other;

—the spirit of competition among team members;

—the inequality in the relationship;

—hostility and disdain for the weak and newcomers;

—honesty, hard work, and unselfishness are not held in high esteem;

—the desire to separate from each other;

—the successes or failures of one cause others to gloat or envy;

—the team is characterized by quarrels, mutual accusations and confusion;

—the team does not try to cooperate with other teams.

From the outside, the socio-psychological climate is influenced by macro-environment factors and it
must be taken into account that no group can exist, much less develop in isolation from the surrounding
world. These factors include:

—socio-psychological trends of scientific and technological progress;

—features of socio-economic formation at a specific stage of society development;

—features of the activities of higher-level management bodies;

—socio-psychological characteristics of the territorial area in which the organization operates, and so
on.

Microenvironment factors significantly influence the socio-psychological climate of the team; the
main ones are:

—features of material and economic, technological, organizational and managerial working conditions
in the team and the degree of satisfaction of people with these factors;

—features of the formal structure in the team and its relation to the informal;

—leadership style of the team leader;

—the level of psychological culture of the Manager and employees, and so on.

The main factors of the socio-psychological climate are shown in figure 2.

Therefore, the main factors that affect the state of the socio-psychological climate in the
workforce are: the content of work and the degree of satisfaction of people with work; working and
everyday conditions, satisfaction with them; the degree of satisfaction with the nature of
interpersonal relationships with employees; leadership style, personality of the manager, as well as
whether he is satisfied with employees.

The characteristic features of a team in which an unfavorable socio-psychological climate is
high staff turnover and low labor efficiency.

Although improving the psychological microclimate in a team is a systematic, systematic,
long-term and rather difficult process, there are several simple and, at first glance, even obvious
methods that allow you to change the atmosphere for the better relatively quickly.

First, you need to establish a communication process. A large number of problems that arise in the
team due to the fact that people do not try to explain their views/ position/ decision/ action to each other.
There are also many obstacles due to the fact that people encounter a lack of understanding and lack of
awareness of the presence of a common goal. Thus, the better feedback and the better communication
channels between the team members and the less misunderstandings will occur and the more comfortable
and transparent relationship.
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Fig. 2. Factors of socio-psychological climate

The next step concerns the art of approval. Being in a situation of constant fear of getting bad results,
focusing on achieving targets and avoiding possible mistakes, employees lose creativity, initiative and
confidence. Therefore, even their smallest successes should be encouraged. You need to pay more attention
to any, even small progress, thereby awakening the employees’ faith in achieving the final result.

The level of job satisfaction is particularly important for the feeling of comfort in the workforce. The
more interesting and diverse the tasks that a person is working on, the more opportunities there are for
professional and career growth, the higher the person's satisfaction and lower, respectively, his desire to be a
kind of "stimulus" for others. In this regard, an important role is played by both material and non-material
incentives for employees. Certificates, medals, awards, commendations, additional days of rest, trainings
increase the employee's loyalty to the work performed and the company. The attractiveness of the job
directly depends on the ability of the employee to self-actualize and achieve the desired goals. Often job
satisfaction is influenced not so much wages and the probability of more intangible bonuses as the nature of
the relationship with colleagues, respect from the leadership, assistance and support, which exist within a
cohesive team.

It is also worth recalling the importance of working conditions: the more physical discomfort an
employee feels in their place, the more irritating they risk becoming. The atmosphere is affected even by the
level of noise and the degree of contamination of the workplace.

It affects the team and the environment outside the institution: the economic and political situation, the
mood in society. The more predictable circumstances are outside the window, the calmer and easier the team
members will feel [12].

The following factors can provide a favorable socio-psychological climate in the workforce:

1. The presence of specialists of various levels of professional skill in the team. This allows
novice employees to see their professional perspective, and highly qualified employees to feel the respect of
the young. Together, this contributes to increased satisfaction on both sides.
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2. The size of the group. It is optimal if the group consists of three or nine people. If it is too
small (up to three people), this raises concerns about personal responsibility for decisions made. As the size
of the group increases, the effectiveness of each can increase (up to a certain limit) due to interaction. It is
also necessary to regulate the number of employees in the group with different motives for work.

3. Time of joint labor activity. This indicator is closely related to the formation of traditions
and stable norms of behavior, which significantly affects the cohesion and organization of the team. At the
same time, it can make it difficult to adapt in a team of young employees.

4. Gender and age structure of the group. The optimal model of an acceptable socio-
psychological climate in an organization assumes differences in age, life experience, respect for elders,
increased attention to women, assistance to the young, and so on.

5. The presence of an informal structure in the team. Often, an informal structure is formed in
the group, which has its own leaders. The presence of informal leaders in opposition to the formal leadership
sharply worsens the climate in the team, generates conflicts. Therefore, it is necessary to ensure that the
formal structure overlaps with the informal one, that is, that the official leader is the leader in everything.

6. Autonomy, the degree of isolation of the group. To improve the psychological climate, it is
advisable to go beyond group relations, establish contacts with other collectives and groups.
7. Psychological compatibility of group members. This is primarily about group compatibility,

which is a socio-psychological indicator of group cohesion, provides conflict-free communication,
coordination of individual actions in conditions of joint activity [13].

Conclusions. The socio-psychological climate is the state of the group psyche, the totality of the
attitude of the team members to the conditions and nature of joint activities, to colleagues, to the head of the
team. The process of improving its condition is quite long, but at least a minimum contribution can and
should be made by every employee. First of all, you need to listen to the opinions of others, listen and respect
each other. It is necessary to correctly and discreetly show your emotions and treat their manifestation in
others with tolerance.

The leading role in the formation of the socio-psychological climate in the workforce belongs to the
management, which first of all must understand the psychology of people, their emotional state, mood,
emotional experiences, find an individual approach to each employee, correctly differentiate the duties and
rights of the employee, as well as minimize the level of conflict situations in the team. Also, to create such a
climate, it is necessary to periodically adjust and adjust management methods and tools, taking into account
certain circumstances and conditions.

So, if each member of the workforce understands the importance of this issue and contributes to
improving the socio-psychological climate, it will not only help reduce, but even avoid stressful situations at
work, preserve the health of employees and increase their efficiency, activity and interest in work, as well as
improve the well-being of employees, which, in turn, will lead to an increase in labor productivity in the
whole enterprise.
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O-p Pamemr Kymap M., kaHIuJaT TEXHIYHMX HayK, JOLEHT. YPAAOBUH KOJIECIDK MHUCTEITB
(aBToHoMHuill), Hannanam, Uennai, Tamin Hany, Iunmis. IBamumbka Ceitaana BormaniBHa, xaHmuaat
CKOHOMIYHMX Hayk, norneHT. [amaiina Tersna OunexkcanapiBHa, crapimii BHKiIafgad. HairioHaibHUH
yuiBepcurer «[lonraBchka momiTexnika imeni FOpis Kongpatioka». OcobauBocti ¢opmyBanus
CHPHUSITINBOrO COMiATbHO-MCUXOJOTIYHOr0 KJIIMATy B TPYAOBOMY KoJieKTHBi. JlOCIiIPKEHO OCHOBH
(dopMyBaHHS CIPHITIMBOTO COIIaIbHO-IICUXOJIOTIYHOr0 KIIMAaTy B TPYAOBOMY KOJEKTHBI. Po3risHyTo
XapaKTEPUCTUKU CIPHUITIMBOTO W HECHPUSATIMBOTO COIIabHO-TICHXONOTIYHOr0 KiiMaty. BusHaveHo, 1m0
OCHOBHUMH (haKTOpaMH, SIKi BIUIMBAIOTh HAa CTaH COLIaJbHO-TICUXOJOTTYHOrO KJIIMaTy B TPYIOBOMY
KOJIEKTHBI, €: 3MICT Mpalli Ta CTYIiHb 3aJJOBOJICHHS JIFOJICH poOOTOI0; YMOBH Tpalli i MoOyTy, 3aJ0BOJICHICTh
HUMH;, CTYIiHb 3aJIOBOJICHHS XapaKTepoM MDKOCOOHMCTICHMX CTOCYHKIB 31 CIIBPOOITHHKaMH; CTHIIb
KEepIBHUIITBA, OCOOUCTICTh KEPIBHHMKA, a TAKOX TE, YW 3aJI0BOJICHUU BiH CcriBpoOiTHHKaMu. JloBeneHO, 1110
XapaKTepHUMHU O3HAKaMH KOJIEKTHBY, B SIKOMY HasiBHUH HECHIPUSTIMBUN COIIaIbHO-IICUXOJIOTTYHUH KITiIMAT,
€ BHCOKa TUIMHHICTh KaJIpiB Ta HHU3bKa ©(EKTHBHICTH Mpali. Y pe3ylbTari JOCTi/KEHHsS BU3HAYEHO, IO
COIIJIbHO-TICUXOJIOTIYHUH KITIMAT — 1€ CTaH TPYIOBOI MCHXIKH, CyKYIHICTh CTaBIICHHS WICHIB KOJEKTHBY
JI0 YMOB 1 XapakTepy CyMiCHOT AiSTIbHOCTI, JI0 KOJIEr 1o poOoTi, 10 KepiBHUKA KoleKTHBY. [IpoBinHa pons y
(dbopMyBaHHI COIIaILHO-TICHXOJIOTIYHOTO KITIMaTy B TPYAOBOMY KOJIGKTHBI HAJEKHTh KEPIBHUIITBY, SIKE B
MepIIy 4epry NOBHHHO 3PO3yMITH MICHUXOJIOTIIO JIIOICH, IX EMOLIHHUI CTaH, HACTPIH, TyIICBHI MEPSKUBAHHS,
3HAaWTH IHIMBIMYaNbHUH TIiIXiZ JO KOXHOTO CITIBPOOITHUKA, TPaBHILHO pPO3MEKOBYBATH CIYKOOBI
O0OB'SI3KM Ta MpaBa MpaiiBHUKA, a TaKOX MIHIMI3yBaTH piBeHb KOHQIIKTHUX CHUTyamild y KOJEKTHBI.
KoxxHuil mpalliBHUK Ma€ MPUCITyXaTHCS JI0 JYMOK IHIIMX, BHUCIYXOBYBaTH Ta TOBAXKaTH OJUH OJTHOTO,
MPaBUIBHO Ta CTPUMAHO BHSBISITH BIIACHI €MOII Ta TOJEPAHTHO CTABHTHUCS JIO iX BUsBY B iHmMX. OTXKe,
KOKHUI 4WIEH TPYyJOBOTO KOJEKTUBY IOBHHEH 3pOOHMTH CBii BHECOK Y IOKpAaIlIeHHs HOro coriaibHO-
MICUXOJIOTTYHOI'0 KIIiMaTy.

Knwouoei cnosa: couianbHO-TICUXOJIIOTIYHUAN KITIMAT, KOJIEKTUB, 33/I0BOJICHICTh, KOM(POPT, Pe3yNbTar,
3TypPTOBaHICTh, CTUMYJIIOBaHHS, YMOBH ITpAILli.
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HarnmonanbsHblii YHUBEPCUTET «ITonTaBckas
IIOJIMTEXHUKA HMEHU Opus Konppatioka».
Ocobennoctu  (opmupoBaHusi  OJATONPHUSTHOTO
COIUATBHO-TICHX0JIOTHYECKOI0 KJIMMAaTa B
TPYAOBOM  KoOJJeKTHBe. lVcciaenoBaHbl — OCHOBBI
(dhopMupoBaHUI OJIarOIPHUSITHOTO COIMATILHO-

IICUXOJIOTHYECKOr0 KJIMMaTa B TPYAOBOM KOJUIEKTHBE.
PaccMoTpeHbl  XapaKTEpUCTHKM OJarONpUsITHOIO |
HeOJIaronpusTHOTO COLIMAJIBHO-TIICUX OJIOTHYECKOT0
kiauMata. OnpeniesieHo, 4TO OCHOBHBIMH (pakTropamu,
BIHSIOIINMHU Ha COCTOSTHHE COILMAJIBHO-
TICHXOJIOTMYECKOT0 KIIUMAaTa B TPYIOBOM KOJIJIEKTHBE,
SBISIIOTCS:  COIEp)KaHWe  Tpyla HW  CTeleHb
YIOBIIETBOPEHHS JIIOJel paboToi; ycnoBus Tpyda H
ObITa, YIOBJIETBOPEHHOCTh UMH; CTETIeHb
YJOBJIETBOPEHUS XapaxkTepoM MEXITMYHOCTHBIX
OTHOIIEHWH C COTPYJHUKAMH; CTWIb PYKOBOJCTBA,
JIMYHOCTh PYKOBOJAMTENS, @ TaKKe TO, JIOBOJIEH JIU OH
coTpyaHukamu.  JlokazaHo, YTO  XapaKTepHBIMH
MPU3HAKAMH KOJJICKTUBA, B KOTOPOM HEOJIarONPHSTHBIH
COLMAJIbHO-TICUXOJIOTHYECKUH ~ KJIUMAaT,  SIBIISIETCS
BBICOKasl TEKy4eCTh KaJpoB M HU3Kas 3()(HeKTHBHOCTH
Tpyaa. B pe3ynprare uccieoBaHUA YCTaHOBJIEHO, YTO
COLMAJIbHO-TICUXOJIOTHYECKUH KIIUMAT 3TO COCTOSIHUE
TPYNIIOBOH  TICUXUKH, COBOKYIIHOCTb  OTHOIICHHS
YJIEHOB KOJJIGKTUBA K YCIOBHSIM M Xapakrepy
COBMECTHOH J€ATEIbHOCTH, K KOJJIeraM Io padore, K
PYKOBOAMTENIO KONIEKTHBAa. Bexymas pomp B
(bopMupoBaHUH COLUAITLHO-TICHX OJIOTMYECKOT O
KJIMMaTa B TPYIOBOM KOJUIGKTUBE NPHHAIICHKHUT
PYKOBOACTBY, KOTOpO€ B IIEPBYIO Ouepelb MODKHO
MOHATH TICUXOJIOTHIO JIIOAIEH, WX SMOLMOHAIBHOE
COCTOSIHME, HAaCTPOEHHE, JYUICBHBIE IEPEKHBAHUS,
HAalTM  WHAWMBUIYaJbHBIA  TOAXOA K  KaXIOMY
COTPYIHHKY, MPaBWIFHO pa3rpaHU4MBaTh CITy)KeOHbIE
00s3aHHOCTM W IIpaBa pabOTHHKA, a  TaKKe
MUHAMH3HPOBATh YPOBEHb KOH(JIMKTHBIX CHUTyallMi B
KOJUIEKTHBE. Kaxprit paboTHHK JIOJKEH
MIPUCITYNINBATHCS K MHEHHIO APYTHX, BBICIYIIUBATH M
yBakaThb JpYr Jpyra, IpaBWIBHO M CAEPKAHHO
MPOSIBIISITE  COOCTBEHHBIE OMOLIMU M TOJIEPAHTHO
OTHOCHTBCSI K HX TNpOSIBICHUIO Yy JApYruX. Takum
00pa30M KaXk[blil 4IeH TPyIOBOrO KONIEKTHBA JOJDKEH
BHECTU CBOM BKJIaJ B YIyYIIEHHE €ro COLHAaIbHO-
NICUXOJIOTMYECKOT0 KIIMMAaTa.

Kniouesvle cnoea: COLIHAJIBHO-
TICUX OJIOTUYECKHU it KJIMMaT, KOJLJICKTHB,
YIOBJIETBOPEHHOCTH, KoMopT, pe3yabTarT,

CIINIOUCHHOCTb, CTUMYJIMPOBAHUEC, YCIIOBUA Tpyda.
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