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KOHGANKTH, CTPEeC N KpeaTUBHOCT



Tnnosn KOHPINMKaTA

KOHGAMKTU KOju ce oaHoCe Ha:

* 33[4aTakK (caaprKaj u uns/b nocna)

e 04HOC (MHTEpPNEepCcoHasHK)

* npouec (Ha4mMH obaBs/bakba Nocna)

Koju cy Hajuewhe ANCPYHKLUMOHANHU N 3aITO?



Tnnosn KOHPINMKaTA
(Robbins & Judge, )

KOHPANKTU KOju ce oaHOCE Ha:

* 334aTaK (cagp»Kaj U un/b nocna)

* 0AHOC (MHTEepnepCcoHaNnHu)

* npouec (HaumH obaB/barba NOCNa — Aenerupare u yaore)

Koju cy Hajuewhe ANCHYHKLUMOHANHM U 3aWITO?

[Moa Kojum ycnosBmma cy KOHPAUKTU KOjU ce oaHOCe Ha 3aaaTaK PYyHKUMOHANHN?
- Ha KOM HUBOY ce KOHMAUKT oaBKja

- CHara KOHPUKTA

- AMMEH3UOHA/IHOCT KOHPNNKTA

- JINYHOCT 0coba y KOHDAMKTY: OTBOPEHOCT M EMOLMOHAIHA CTabUAHOCT



Tnnosn KOHPINMKaTA
(Robbins & Judge, )

JIoKyCc KOHPAUKaATA
- MHTPATUMCKM — KY/ITYpa NoapLlKke U NpuxsaTatba rpeLlaka
- UHTEPTMMCKM — NO3ULNja Y TUMY M YTULA] HA pellaBate KOHPAMKATA

Mo KOjum ycnoBMMa cy KOHPAMKTU KOju ce ogHOoCe Ha 3aaaTaK
GYHKUMUOHANHN?

- Ha KOM HMBOY ce KOHP/IMKT 0ABMUja

- CHara KOHPNUKTA

- AMMEH3MOHANHOCT KOHPINKTA

- IMYHOCT 0c0b6a Yy KOHPNNKTY: OTBOPEHOCT N EMOLMOHAIHA CTabUAHOCT



[pouec oaBUjatba KOHP/IUKTA

Stage | Stage i Stage Il Stage IV Stage V

Potential opposition Cognition and Intentions Behaviour Outcomes
or incompatibility personalization

Perceived Conflict-handling Increased
ercelve intentions Overt conflict group
Antecedent conditions : :
e Communication / contlict \ * Competing * Party’s performance
e Structure e Collaborating —#  behaviour
: e Compromisin ® Other’s
® Personal variables \\ Felt / P! 9 : \ Decreased
conflict e Avoiding reaction group
e Accommodating performance
HMNpP. BEANYMHA rpyne, l
cneunjanusaumja, mnahu l
YN1aHOBU, amburynteTHe l ¢dasza Bna/bmBor KOHGAMKTA
ynore, pasfMunTocTt baza y Kojoj ce ,JMMMNAeMeHTalmja Hamepa
LM/beBa, CUCTEM capaA/b1BOCT U1 KOHTUHYYM

, KOHOAUKT geduHuLwe
noactmuaja acepTUBHOCT



Ncxoam KOHPAUKATA
(Robbins & Judge, )

PYHKUMNOHANHMN: AncPyHKUMOHANHMU:
- yHanpehunBare KBannUTeTa - HEe33a40B0/bCTBO
OAJTyRa - CMakbetbe KOXe3UBHOCTY

- nNoaCcThuamke KpeaTuBHOCTU - nag Ed)EKTI/IBHOCTM

- NOACTMLAHE Pafo3HaANoCTH - HeafeKBaTHa KOMYHMKaUMja

- noAcTULLaHE
camonpouerbuBatba U NpomeHe

- CMareHe 0buma aemperba
nHbopmaumja

- posohere y nuTame cTaTyca
KBO

- poohere y nnuTarbe ONcTaHKa
TMMaA



CtpaTteruje peluaBarba KOHPNMKATA

* [loacTUuare OTBOPEHE AUCKYCUjEe Ha
Temy nHtepeca (“The most disruptive
conflicts are those that are never
addressed directly”)

* [lperoBaparse — WTa Cy NnpuopuTeTm "
KaKo CBaKa CTpaHa moxe aa gohe ao
33/10BO/bEHA NPUOPUTETHUX NOTPeba

Bargaining
Characteristic

Distributive Bargaining

Integrative Bargaining

Goal

Motivation

Focus

Interests

Information sharing

Duration of relationship

Get as much of the pie as
possible

Win—lose

Positions (“I can’t go beyond
this point on this issue”)

Opposed

Low (sharing information will
only allow other party to take
advantage)

Short term

Expand the pie so that
both parties are satisfied
Win-win

Interests (“Can you explain
why this issue is so
important to you?”)

Congruent

High (sharing information
will allow each party to find
ways to satisfy interests of
each party)

Long term




OpKecTpuparbe KOHOAMKATA Y 7 KOPaKa
(Heifetz et al., 2009)

(1) MpunpemuTte ce

(2) YcTaHOBUTE NpaBmaa

(3) Omoryhute ga ce 4yjy cBa MULL/bEHA
(4) OpKecTpupajte

(5) MopacTtakHUTe npmuxBaTarbe rybuTtaka
(6) MoacTakHUTE eKCnepuUMEHTaLM|jy

(7) YcTaHOBUTE MexaHM3Me BpLUHbAYKe NOAPLLKE



Jow HeKe TakTUKe npeBa3nnakera KoHPpanKaTa

e ,Dead dog” TexHuKa

* [Mpuctyn KOHGAUKTUMA
YCMEpPEH Ha pellera

* npumep AM3ajHa UHTEPBEHLUM|e

YBoa u npeactas/barbe (15 MuH)
Mcuxonoruja Tumosa (15 muH)
PasymeBare pakTtopa TMMCKoOr ycnexa (45 muH)
* Papy napoBuma: Kaga cMO Kao TUM bunm y Hajéossem
n3garby; WTa Ham je omoryhuao ga ocTBapMMoO Taj ycnex
* [lnckycuja y YntaBoj rpynm
* YcnewHe npuye u ,,nonyre” ycnexa
May3a 3a py4yak (30 muH)
Kako moxxemo ga noctaHemo jow 60/bu Kao Tum (45 MuUH)
[NpaBuna
Pag y napoBMma: WTa je noTpebHO yHanpeauTn; Kako bum
ce NPUMETUAA Pa3NnKa; WTa 6mn Gunm Nnpeu Kopaum —
NHONBUAYATHU N TUMCKU
[ANCKycunja y untasoj rpynu
PyHAa npeanora IMMHUX eKcnepumeHarta (15 muH)
dupbek (15 muH)




CTpec

,CTpec ce AgellaBa Kaga NpUTUCLM NpeBasnaase nepununmpany
cnocobHocT npeBa3sunnaxewa“ (Palmer, ).

* MHAMBUAYANHU NPUCTYN CTpecy

* [MpomeHa KOrHUTUBHUX 0bpa3aua
* KOrHUTUBHE VIHTepBEHLI,VIje

* [lpomeHa Bu3yenHux npeacrasa (imagery)
* coping imagery
* time projection imagery
* [IpomeHa noHawamwa
* TunAutnnb
* coumjasiHa noapLUKa
* acepTUBHOCT



Model of Work Stress
© Adapted Palmer & Cooper 2001

Potential Symptoms of Negative Financial
Hazards Stress Outcomes Cost
Individual 1895-06
symptoms
D d e Raised blood
emands —= pressure
e Sleep &
gastrointestinal e Coronary
E |—»| disturbances heart disease
Control @ Increased e Increased
- alcohol _ irritability &
M and/or caffeine negative £3.75bn
and/or nicotine [~ | emotions
p intake e RS/
; ® Increased e Clinical anxiet
Managers _y| iMitability & and depressiojrfr
& peer | —> negative e Burmout
support L emotions
@ Back pains:
tension
O e Palpitations:
Relation-|_» headaches
ships Y —» | Organisational
symptoms
E o izl e Increased
S overheads,
Role — absence e.g. recruitin
E o Long-hours rr'a%}iin 9.
culture g £370m
® Reduced
® Increased staff | profits 13-:_m
S IfLoEs @ Increased ::l?(; :ggt
Change —» ® Reduced staff aceidents
performance o Increased
o Reduced staff litigation
morale & loyalty
@ Increased
hostility

Figure 7.1 A model of work stress
Source: adapted from Palmer, Cooper and Thomas (2001).

CTpec Ha paay -
Moaern



Activity 38: Stress indicator

The key questions developed by the HSE that you can ask your-
self or your colleagues regarding these potential hazards are
listed below. Those marked (N) are negative and those marked
(P) are positive. Mark the items that apply to you.

Demands

W Different groups at work demand things from me that are
hard to combine (N)

B | have unachievable deadlines (N)

B | have to work very intensively (N)

B | have to neglect some tasks because | have too much to do

(N)

| am unable to take sufficient breaks (N)

| am pressured to work long hours (N)

| have to work very fast (N)

| have unrealistic time pressures (N)

Control

| can decide when to take a break (P)

| have a say in my own work speed (P)

| have a choice in deciding how | do my work (P)
| have a choice in deciding what | do at work (P)
| have some say over the way | work (P)

My working time can be flexible (P)

Manager’s support

W | am given supportive feedback on the work | do (P)

B | can rely on my line manager to help me out with a work
problem (P)

B | can falk to my line manager about something that has
upset or annoyed me about work (P)

B | am supported through emotionally demanding work (P)
B My line manager encourages me at work (P)

Peer support

B If work gets difficult, my colleagues will help me (P)
B | get help and support | need from colleagues (P)
B | receive the respect at work | deserve from my colleagues

(P)

B My colleagues are willing to listen to my work-related prob-
lems (P)

Role

B | am clear what is expected of me at work (P)

B | know how to go about getting my job done (P)

B | am clear what my duties and responsibilities are (P)

B | am clear about the goals and objectives for my depart-
ment (P)

B | understand how my work fits info the overall aim of the
organization (P)

Change

B | have sufficient opportunities to question managers about
change at work (P)

B Staff are always consulted about change at work (P)

B When changes are made at work, | am clear how they will
work out in practice (P)

You have just undertaken a rough and ready mini-stress audit.
Look at the items you marked (N). If they occur on a regular
basis, you and/or your employer may need to address these
items. Also consider the (P) items that did not apply to you.
Again these may be areas you or your employer may need or
wish fo address.



FIGURE 9.2 ADMINISTRATIVE POLICIES AND STRATEGIES
Macrolevel

Organizational

Downsizing

Competitive pressures

Stressors Merit pay plans —
Rotating work shifts

Bureaucratic rules

Advanced technology

ORGANIZATIONAL STRUCTURE AND DESIGN

Centralization and formalization

Line-staff conflicts

Specialization —
Role ambiguity and conflict

No opportunity for advancement

Restrictive, untrusting culture

JOB
STRESS

ORGANIZATIONAL PROCESSES

Tight controls

Only downward communication

Little performance feedback ——
Centralized decision making

Lack of participation in decisions

Punitive appraisal systems

WORKING CONDITIONS

Crowded work area

Noise, heat, or cold

Polluted air

Strong odor —-
Unsafe, dangerous conditions

Poor lighting

Physical or mental strain

Toxic chemicals or radiation




OpraHM3aUMOHM CTPEC (Fernandez, 2016)

Mopaenuparwe gobpobutun

e CcTpec je ,3apas3aH”, ann n gobpobut

* NPUIKKE 33 Y4erbe UM NPaKTMKOBake A06pobuTtun

* NNaHUpPaHEe BpemMeHa

[Do3Bona ga ce ,AUCKOHEKTYyje” og nocna

e ,always on” kynTypa

Yyerwe aa ce npuxeaTa Xaoc

* yBepeHa 0 PagHOM OKPYKeHvy

Yuyerwe emnatuje

Ynora meHayepa y nsrpahusary pe3uinjeHTHOCTU 3anN0CNeHUX
YTuUuaj MUKpoOKyAnType

* email Kyntypa, Xymop, MHTEpNepCcoOHa/IHU OAHOCU, NCUXO/IOLLIKA CUTYPHOCT



RpeaTBHOCT

* OpuUrmHanHocT un ynotpebsbusocT pewera (Runco, 1999)

* 4 1 moaen
* person
* process
e product
* press

* NpoLecHa 1 pa3BojHa yBepeHa 0 KPeaTUBHOCTU

* BUieamnmMmeH3nNOoHa/IHOCT yBepeHa O KpeaTUuBHOCTHU



OpraHM3auUMoHa KpeaTUBHOCT
(Amabile, 1998)




OpraHM3auUMoHa KpeaTUBHOCT

* KpeaTtnBHa abpasmja
* WMHAMBWMAYA/IHA eKcnpecuja, UFPOBHU CTaB

* KpeaTnBHO NCMXONOLLKO OKPYXEHbe
* CUTYPHO OKpPY)Kerbe 3a AUCKYCUjYy M3a30BHUX TEMA
* KyATypa eKcnepumeHTauuje
* cucTem HarpahuBama (Harpaga 3a ,Hajayhy” naejy, npusHakbe 3a HEKOra KO eKCNepMMeHTULLIE Ca HOBUM

(

NOHallakbem, Harpaaa 3a capajmby, NPocaasa ,Mainx nobeaa”, KpeaTMBHe Harpage — WoJbe, Majule...)
e camogeTepMuHaumnja (M3bop npojekara)

* KpeaTmBHO PU3NYKO OKPYHKeHe
* KyXWhba Yy UEHTPA/SIHOM Aeny
* bGene Tabne 3a benexxere naeja
* HedbOpPMaNHUN AENOBU
* JNlakKo gocTynHe cobe 3a cacTaHKe
* CWUrHANM AOCTYNHOCTU 3aN0OC/IEHUX
e ynoTtpeba TexHos0rnja



