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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, 
7], 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. 
 

 
 

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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UDC 331.446:658.3 
JEL М12 
Д-р Рамеш Кумар М., кандидат технічних наук, доцент. Урядовий коледж мистецтв 

(автономний), Нанданам, Ченнаї, Таміл Наду, Індія. Іваницька Світлана Богданівна, кандидат 
економічних наук, доцент. Галайда Тетяна Олександрівна, старший викладач. Національний 
університет «Полтавська політехніка імені Юрія Кондратюка». Особливості формування 
сприятливого соціально-психологічного клімату в трудовому колективі. Досліджено основи 
формування сприятливого соціально-психологічного клімату в трудовому колективі. Розглянуто 
характеристики сприятливого й несприятливого соціально-психологічного клімату. Визначено, що 
основними факторами, які впливають на стан соціально-психологічного клімату в трудовому 
колективі, є: зміст праці та ступінь задоволення людей роботою; умови праці й побуту, задоволеність 
ними; ступінь задоволення характером міжособистісних стосунків зі співробітниками; стиль 
керівництва, особистість керівника, а також те, чи задоволений він співробітниками. Доведено, що 
характерними ознаками колективу, в якому наявний несприятливий соціально-психологічний клімат, 
є висока плинність кадрів та низька ефективність праці. У результаті дослідження визначено, що 
соціально-психологічний клімат – це стан групової психіки, сукупність ставлення членів колективу 
до умов і характеру сумісної діяльності, до колег по роботі, до керівника колективу. Провідна роль у 
формуванні соціально-психологічного клімату в трудовому колективі належить керівництву, яке в 
першу чергу повинно зрозуміти психологію людей, їх емоційний стан, настрій, душевні переживання, 
знайти індивідуальний підхід до кожного співробітника, правильно розмежовувати службові 
обов'язки та права працівника, а також мінімізувати рівень конфліктних ситуацій у колективі. 
Кожний працівник має прислухатися до думок інших, вислуховувати та поважати один одного, 
правильно та стримано виявляти власні емоції та толерантно ставитися до їх вияву в інших. Отже, 
кожний член трудового колективу повинен зробити свій внесок у покращення його соціально-
психологічного клімату. 

Ключові слова: соціально-психологічний клімат, колектив, задоволеність, комфорт, результат, 
згуртованість, стимулювання, умови праці.  
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Особенности формирования благоприятного 
социально-психологического климата в 
трудовом коллективе. Исследованы основы 
формирования благоприятного социально-
психологического климата в трудовом коллективе. 
Рассмотрены характеристики благоприятного и 
неблагоприятного социально-психологического 
климата. Определено, что основными факторами, 
влияющими на состояние социально-
психологического климата в трудовом коллективе, 
являются: содержание труда и степень 
удовлетворения людей работой; условия труда и 
быта, удовлетворенность ими; степень 
удовлетворения характером межличностных 
отношений с сотрудниками; стиль руководства, 
личность руководителя, а также то, доволен ли он 
сотрудниками. Доказано, что характерными 
признаками коллектива, в котором неблагоприятный 
социально-психологический климат, является 
высокая текучесть кадров и низкая эффективность 
труда. В результате исследования установлено, что 
социально-психологический климат  это состояние 
групповой психики, совокупность отношения 
членов коллектива к условиям и характеру 
совместной деятельности, к коллегам по работе, к 
руководителю коллектива. Ведущая роль в 
формировании социально-психологического 
климата в трудовом коллективе принадлежит 
руководству, которое в первую очередь должно 
понять психологию людей, их эмоциональное 
состояние, настроение, душевные переживания, 
найти индивидуальный подход к каждому 
сотруднику, правильно разграничивать служебные 
обязанности и права работника, а также 
минимизировать уровень конфликтных ситуаций в 
коллективе. Каждый работник должен 
прислушиваться к мнению других, выслушивать и 
уважать друг друга, правильно и сдержанно 
проявлять собственные эмоции и толерантно 
относиться к их проявлению у других. Таким 
образом каждый член трудового коллектива должен 
внести свой вклад в улучшение его социально-
психологического климата. 

Ключевые слова: социально-
психологический климат, коллектив, 
удовлетворенность, комфорт, результат, 
сплоченность, стимулирование, условия труда. 

 


