Gradiva ni
dovoljeno razmnozevati ali
razposSiljati v kakrsnikoli obliki brez
predhodnega pisnega dovoljenja
avtorja. Prav tako gradiva ni
dovoljeno predelati.

Kaj je tehnoloski stres pri delu in kako se spopasti z njim?

Prof. dr. Matej Cerne, Ekonomska fakulteta Univerze v Ljubljani

- Healthy Wnrkblaces

Safety and health at work is everyone’s concern. It's good for you. It's good for business.
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Typewriter
Vse pravice pridržane. Gradiva ni dovoljeno razmnoževati ali razpošiljati v kakršnikoli obliki brez predhodnega pisnega dovoljenja avtorja. Prav tako gradiva ni dovoljeno predelati.




Kdo?

Prof. dr. Matej Cerne
L) inovativnost, ustvarjalnost, organizacijsko vedenje, vodenje v digitalni dobi

* nagrade za raziskovalno delo (Zois, CEEMAN, EDAMBA), ¢lan uredniskih odborov v revijah Human
Resource Management, Human Resource Management Journal in Human Resource Management Review.

# deloval kot vodja Laboratorija za odprte inovacijske sisteme na Centru odli¢nosti COBIK (prebojne resitve
za visokotehnolosko podjetnistvo)

>[d delavnice/programi z(a) BIA Separations, Kolpa, Cosylab, Talum, Trimo, Unior, Sumida, Triglav & Triglav
zdravstvena zavarovalnica, NLB, ETI Izlake, Iskraemeco, AMZS, Gorenje, Metronic, Comtrade, Studenski
servis, Siemens Slovenija, Rokus Klett, Spica International, Geodetska uprava RS, RK Krim Mercator, RK
Celje Pivovarna La$ko

© s to temo letos na konferencah DIGGIT, Maratonu pozitivne psihologije, EIT, ISPIM, MHRA

~
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Danasnja zgodba

zzivi . Delo s Uspesni, zadovoljni
(priloznosti?) - tehnologijo == ter zdravi zaposleni
Digitalizacija Tehnostres
Post-pandemija Delo na daljavo
Vedno vecje zahteve, Relacijsko

ovezane z delom - -
P oblikovanje dela

Tehnike spopadanja
s tehnostresom

Digitalni zaposleni, prilagodljiva, proaktivna, odporna
The transformation of digital workplaces to to culture spaces

e
.
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WHAT IF1{TOLD YOU
THAT OUR TOP PRIORITY IS ~ OF COURSE  ABSOLUTELY 100%
DIGITAL TRANSFORMATION? / a
/ / / / 5 '

£ 2] . , !
@Y \
SO WHAT EXACTLY SORRY, I'M LATE \
PO WE MEAN BY FOR ANOTHER
DIGITAL TRANSFORMATION? MEETING. |

Y o G DIGITAL TRANSFORMATION IS
Iy %Jltﬁ v NOT ABOUT TECHNOLOGY ITSELF?

@ marketoonist.com

European Agency
‘gl for Safety and Health
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1f you work for Uber or DoorDash, your boss isn'ta AntWorld

person butan algorithm Al-Generated Art Now Looks More Convincingly
Human Than Work at Art Basel, Study Says
Deap naural networks are learning to maks art and tha results are IMpressive
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University opens without any
teachers

By Matt Pexles

WORKLIFE =

Elens Wicker oo

o5 bt can CratGET do THIS?

Folks are using that Al chat bot

to answer deep philosophical —

questions and I'm over here like: A B
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Coronavirus: How. to' work from
home, the right Way
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Bartleby
Remote workers work longer, not more
efficiently

A new study on remote working

Q FINANCIAL TIMES

HOME WORLD US COMPANIES TECH MARKETS CLIMATE OPINION WORK & CAREERS LIFE G ARTS HOW TOSPENDIT

Make the most of 2022 m

Lead your own way in business and beyond with our unrivalled journalism.

Opinion Working from home JAN UARY 7 2022

It's time to admit that hybrid is not
working

———= Remote jobs are here to stay.

'—® 87% of workers considering a job change are

interested in hybzid.a gles.

Mid-morning yoga comes at the expense of professional interactions

hey have options: 28% of all new job postings

g Jonuary 2023 were advertised as remote. and employee productivity -
CAMILLA CAVENDISH
S
L]
[y European Agency K
for Safety and Health
at Work https://healthy-workplaces.eu Healthy Workplaces




30 % ve€ namenjenega
casa za delo

VecC usklajevanja
Manj osredotocenosti
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HIBRIDNO DELO
IN DELO NA ¢
DALJAVO

+ 41 % VISJA ZAVZETOST TER 39 %

PRODUKTIVNOST KOT PRI DELU
NA FIZIENI LOKACLII

78 % BOLJSE USKLAJEVANJE
DELA IN PROSTEGA GASA

35 % VISJA FLUKTUACIJA
(STOPNJA ODPOVEDI) PRI
ORGANIZACIJAH, KJIER SE DELO
OPRAVLJA ZGOLJ NA FIZIGNIH
LOKACILJAH

60 % ZAPOSLENIH BI MENJALO
SLUZBO, CE NE BI IMELI
MOZNOSTI OPRAVLJATI DELA NA
DALJAVO

ZAPOSLENI NA DALJAVO SE
VESKRAT IN ZA DLJE CASA
FOKUSIRANO SESTANEJO S
SODELAVCI

43 % ZNIZANI STROSKI ZA
DELODAJALCE, POVEZANI Z
NAJEMNINAMI PROSTOROV IN
PREVOZOM NA DELO
SREGNEJSA MATI ZEMLJA

.

STANJE

+ 56 % PODJETLJ NA SEZNAMU
PONUDNIKOV NAJBOLJSIH
DELOVNIH MEST (MOST
LOVED WORKPLACES) JE
UVEDLO HIBRIDNO DELOVNO
OKOLJE, PRI LE 28 % OD NJIH
PREVLADUJE FIZIENA
PRISOTNOST

JANUAR 2023 — SKORAJ
TRETJINA ZAPOSLENIH V ZDA
DELA SKORAJ IZKLJUGNO NA
DALJAVO, VEC KOT POLOVICA
HIBRIDNO

PANDEMIJA JE POSPESILA
TREND DELA NA DALJAVO ZA
40 LET

12Z1vV1

« 85 % MANAGERJEV NE ZAUPA
ZAPOSLENIM, DA BODO NA
DALJAVO DELALI ENAKO
DOBRO KOT V PISARNAH

VEC KOT 90 % ZAPOSLENIH
PRICAKUJE DOLOCENO MERO
HIBRIDNOSTI PRI NJIHOVIH
ZAPOSLITVAH V PRIHODNOSTI
TEZJE USKLAJEVANJE,
ORGANIZACIJA DELOVNIH
PROCESOV, VEC DELA S
PODAJANJEM NAVODIL IN
POVRATNIH INFORMACILJ

%
g

.

https://healthy-workplaces.eu

Pa vendar ...

prednosti odtehtajo izzive

BY A MILE

Healthy Workplaces




Teme, ki se jih raziskovalno lotevam(o) na
podrocjih poslovnih ved/
organizacijskega vedenja/
ravnanja z ljudmi

Digitalna
delovna sila

Cetrta/peta
industrijska
revolucija

Prihodnost
dela

Umetna
inteligenca

Digitalne
kompetence

Interakcija
med ljudmi

in roboti

Vodenje v
digitalni dobi

Delo na
daljavo,
oblike dela

Virtualni
timi

10



Temna stran tehnologije (pred 2020):

Pregledna Studija 40 raziskav od leta 1950 — 2016 (Leigh-Hunt, 2017):
druzbena izolacija & 0sama -> slabe mentalno &
fizicno zdravje

EU 2019: zaposleni porotajo vee Stresa in izgorelosti kot
kadarkoli prej (dinami¢no delo, tehnologija, stalna povezanost)
-> bolniski staleZi, izguba produktivnosti, stroski zdravstvene nege —

skupaj na ravni cca 600 milijard EUR letno! (Europa.eu, 2019)

Prekarno in platformno delo: tehnoloskistres
(prekomernost, poseganje, kompleksnost, negotovost, nevarnost);
0sama, izolacija, psiholoska odtujenost

Nase stud IJe (vetje organizacije v Svici in Sloveniji, platfomni
delavci na Amazon Mechanical Turk; Bunjak, Cerne & Popovi¢, 2021;
Cerne, Bunjak, Mohammed & Wong, 2022) temu pritrjujejo
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WHD LED THE DIGITAL TRANSFORMATION

OF “JouR CONPANT ©

A
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CORONA
HAS

CHANGED
THE WAY
WE LIVE
AND
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Healthy Workplaces
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7 L‘if JAN
September-december 2020
zaposlenih, ki delajo od december 2020 (vegje slovensko podijetje,

doma. (198 zaposlenih,
longitudinalno, vsak mesec 1x)

#1 Tehnologija — infrastruktura -> vescine

April 2020: 160 Februar-maj ter Oktober-

longitudinalno, 10 ¢asovnih tock)

#2 Nenehna pripravljenost — delam vec -> usklajevanje Zivljenja
#3 Povezanost in odnosi —izolacija -> osama
#4 Usklajevanje dela in zasebnega — motnje -> poseganje dela

#5 Uspesno delo od doma — nadzor, usklajevanje -> motivacija,
razvoj, vrednote

[y European Agency
for Safety and Health
O atWork https://healthy-workplaces.eu

Healthy Workplaces
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Nasi koscki mozaika kot pomoc pri,zongliranju’

Nizka kreativnost, a
nuja po inoviranju

?’
Izgorelost zaradi .
tehnologije

A8
Izzivi usklajevanja dela
in prostega Casa

Tehnoloski stres

|zzivi trajnosti

Nesmiselnost dela

https://healthy-workplaces.eu

Healthy Workplaces
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https://www.youtube.com/watch?v=6gxG7PZNyJo
https://www.youtube.com/watch?v=6gxG7PZNyJo

[y European Agency
I forafety andHeslt
O atWork

Kaj to pomeni v praksi?

* Relacijsko oblikovanje dela:

« Druzbene dimenzije oblikovanja dela
(soodvisnost, povratne informacije,
povezanost izven organizacije)

» Druzbena podpora (sodelavcey,
nadrejenega)

» Relacijska klima (delitve, psiholosSke
varnosti)

https://healthy-workplaces.eu

Healthy Workplaces

18
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Razsirjen model znac€ilnosti dela (Morgeson & Humphrey, 2006)

‘Work Design Characteristics

Mediators

Work Outcomes

Motivational Characteristics

Autonomy
e Work Scheduling Autonomy
o Work Methods Autonomy
o Decision-Making Autonomy
Skill Variety
Task Variety
Significance
Task Identity
Feedback from the Job
Information Processing
Job Complexity
Specialization
Problem Solving

Social Characteristics

Interdependence
Feedback from Others
Social Support

Interaction Outside the Organization.
= "

Work Context Characteristics

Physical Demands
Work Conditions
Ergonomics

Critical Psychological States

Experienced Meaningfulness
Experienced Responsibility
Knowledge of Results

https://healthy-workplaces.eu

Behavioral Qutcomes

Performance - Objective
Performance - Subjective
Absenteeism

Turnover Intentions

Attitudinal Outcomes

Satisfaction - Job
Satisfaction - Supervisor
Satisfaction - Coworker
Satisfaction - Compensation
Satisfaction - Growth
Satisfaction - Promotion
Organizational Commitment
Job Involvement

Internal Work Motivation

Role Perception Qutcomes

Role Ambiguity
Role Conflict

Well-Being Outcomes

Anxiety

Stress
Burnout/exhaustion
Overload

Healthy Workplaces

19



Vprasalnik o znacilnostih dela (Morgeson & Humphrey, 2006)

Del, vezan na druzbene znacilnosti

Druzbena podpora

. 1. Na delovnem mestu imam moznost razviti dobra prijateljstva.

. 2. Pri svojem delu imam priloZznost spoznavati druge ljudi.

. 3. Pri svojem delu se imam priloZznost srecevati z drugimi ljudmi.
. 4. Mojega nadrejenega skrbi dobro pocutje njegovih podrejenih.
. 5. Ljudem, s katerimi delam, je mar zame.

. 6. Ljudje, s katerimi delam, so prijazni do mene.

Soodvisnost dela

Vhodnasoodvisnost

. 1. Delovno mesto od mene zahteva, da dokoncam svoje delo, preden ga opravijo drugi.
= 2. Druga delovna mesta so neposredno odvisna od mojega dela.

. 3. Ce se mojega dela ne opravi, ostali ne morejo zakljuéiti svojega dela.

Izhodna soodvisnost
. 1. Delo drugih zelo vpliva na moje delovne aktivnosti.
* 2. Dokonéanje mojega dela je odvisno od Stevilnih drugih ljudi. 75-95: visoko relacijsko oblikovanje dela
. 3. Mojega dela ne morem opraviti, ¢e drugi ne opravijo svojega.

54 ali manj: nizko relacijsko oblikovanje dela
Povezanost izven organizacije (pozornost na specifike narave dela in posameznih dimenzij)
. 1. Delovno mesto zahteva prezivljanje veliko ¢asa z ljudmi izven organizacije.

. 2. Delovno mesto zahteva interakcijo z ljudmi, ki niso ¢lani moje organizacije.

. 3. Na delovnem mestu pogosto komuniciram z ljudmi, ki ne delajo za isto organizacijo kot jaz. %' # um n]Z]
. 4. Delovno mesto zahteva precej interakcije z ljudmi izven moje organizacije. g% ]g]ta Wor

Povratne informacije od drugih
. 1. Od mojega nadrejenega in sodelavcev prejmem veliko informacij o moji delovni uspesnosti.
. 2. Clani organizacije, kot so managerji in sodelavci, mi zagotavljajo informacije glede uspesnosti (kakovosti in obsegu) mojega dela. ~—~——
= 3. Povratne informacije o moji delovni uspesnosti prejmem od ¢lanov organizacije (kot npr. od managerjev ali sodelavcev). L]
European Agency
for Safety and Health o ) ) )
at Work University of Ljubljana S CH Oh@sihea@FrvorBICON O MICS AND BUSINES §,mworkpices




2. korak: analiza ujemanja s posameznikom
ter cilji delovnega mesta in organizacije

WORK
OPTIMIZATION RE #umanizing
WIZARD™ ',

European Agency '
'? for Safety and Health

at Wor University of Liubljana S CH OhDstheaDyFvorBCCOMN OMICS AND BUSINES S wompiacs




3. korak: implementacija— predlog glede na diagnostiko in ujemanje

Oblikovanje delovnih mest preko relacijskih znacilnosti dela

wWOow
OUTPUT :,

* Optimized Work Design
* Form of Work

* Implementation and monitoring

WOwW

MANAGEMENT INPUT:

+ organizational structure

* culture

« the type of work that is performed within the
organization

* level of hierarchy

* the number of teams and departments

« the degree of autonomy given to employees

ﬂlm bi

the organization EMPLOYEE INpUT.

« work design characteristics

* the overall work pace and expectations within

* personality traits

« work context

+ information about job responsibilities

* work tasks

« skills and attributes required to perform the job

5 -
effectively ——
« sleep L]
« personal preferences and working style, such as K
how they prefer to communicate, how they like
Healthy Workplaces

to receive feedback, and how they work best

22




Kako preseci tehno-stres?

1. Postavljanje jasnih meja 2. Prioritiziranje

3. Uporaba tehnologije za ucinkovitost

4. Druzenje s podobno misleCimi

—
Q‘ o .,
P * 3 U ¥,

‘gl for Safety and Hea.w.,
at Work https://healthy-workplaces.eu

Healthy Workplaces
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Industrija 4.0 in Industrija (Druzba) 5.0

INDUSTRY 5.0
Focus on delivering customer . e
INDUSTRY 4.0 s Humanizing

Focus on connecting 92 DIglle
machines

Hyper customization
Mass customization

Responsive & Distributed

& supply chain

-

Intelligent Supply Chain

a0

Experience Activated
(interactive) Products

9GEP ..  S— (P
MRS wumanizing Ny #NUMANiZing
: the Digital J% igital wor
Workplace

Workspace -> Culture space / Human place

European Agency
‘gl for Safety and Health
at Work https://healthy-workplaces.eu Healthy Workplaces




Vodnik do bolj ¢loveskega digitalnega dela 2L T e

-

e
https://humanizingdigitalwork.com/nudge- Digtat ek
and-grow-humanize-your-digital-work-
experience/

,Nudges* (,dregljaji‘) NUDGE AND GROW:

HUMANIZE YOUR
DIGITAL EXPERIENCE

Kratka, enostavna orodja, nasveti, triki z
namenom humanizacije digitalnih izkustev 2021
pri delu in onkraj

Pet podrogij:
mind, fun, body, performance, teamwork

University of Ljubljana SCHOOL OF ECONOMICS AND BUSINESS
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igital wor

Homaniin
Dighaliork

Feed baCk Challenge:

NUDGE AND GROW: .
HUMANIZE YOUR ; . S
DIGITAL EXPERIENCE dt about t ~(sp)-

reedback is one of the most powerful
infiuences on learning and achievement,
but this impact can be either positive
or negative. Its power is frequently
mentioned in articles about leaming
and teaching, but surprisingly few recent
studies have systematically investigated
its meaning. Evidence shows that
although feedback is among the major
influences, the type of feedback and
theway it is given can be differentially
effective. For it to work, the feedback
giver must be mindful of the timing
of feedback, format of it and alse the
wanted effect.

Westerman, C. Y. K., Heuett, Hattie, J., & Timperley, H. (2007).
K_B, Reno, K. M. & Curry, The Power of Feedback. Review
R. (2014). What Makes of Educatienal Research, 77(1),

Performance Feedback Seem 8112,

Just? Synchronicity, Channel,

and Valence Effects on

Perceptions of Organizational . Shuta v 3. 2008). Focus on
Justice in Feedback Delivery. ormative Feedback. Review

of Educational Research, 78(1),
Management Communication e

Quarterly, 28(2), 244-263,

the right time,




NUDGE AND GROW:
HUMANIZE YOUR
DIGITAL EXPERIENCE

2021

Confucius (Chinese philosopher)

Individuals who believe their talents

can be developed (through hard
work, good strategies, and input from
others) have a growth mindset. They
tend to achieve more than those
with a more fixed mindset (those
who believe their talents are innate
gifts). This is because they worry less
about looking smart and they put
more energy into learning.

& Stieha, V

Human

2 T

1/3 —izziv rasti
Hitra individualna vaja:
1. Spomnite se vasega nedavnega neuspeha.

2. Zakajse je zgodil?
Zaradi Cesa se je pojavil problem?

3. Kajste se iz tega naucili?

4. Kako se naslednjic tega izogniti?

35
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Avp #humanizi
glé gigita worg

Compliment

NUDGE AND GROW:

HUMANIZE YOUR Challenge:

DIGITAL EXPERIENCE

Compliment one or more of your
coworkers for their contributions today.

2

Compliment your h I
at least

et 2/3 pohvala

with a sense of belonging

and social inclusion.more

inclusive towards others).

Hitra individualna vaja:

p Think about what you

N\ appreciate and value in X i
your work Pohvalite svojega sodelavca/ko.
outputs, the way they go

about doing their work,

or their personality and -

charactoristics. 1. Razmislite o tem, katerega sodelavca/ko

bi pohvalili ter zakaj. Ni nujno, da je to nekdo, ki

je trenutno prisoten tukaj.

Compliment your
colleagues in person or via
digital means - send an
email, a text or a chat.

2. Pohvalite sodelavca/ko. Lahko v Zivo ali preko

Feel free to include a funny .. . .
picture, gif or emoji to dlgltalnlh medljeV-
make your compliment

even more personalized

and fun.

3. Lahko vkljudite tudi kako sliko, emoiji ali gif
ter s tem pohvalo naredite bolj personalizirano.




Whot did Hhe.

Zero Soytothe
eight ? Q)

NUDGE AND GROW:
HUMANIZE YOUR
DIGITAL EXPERIENCE

2021

Challenge:

Tell a joke to one of your colleagues
at work.

Tips:

You can find a joke online, think
of one you know, or make one up
on the spot.

Be imaginative. In choosing a
colleague you will share your joke
with, think of a person you want to
surprise or brighten up her/his day.
Research + You can share a joke in person,
via phone, social media or email -
whatever fits your situation best.

.

“Humour

Edward de Bono (Maltese
physiclan, psychologist, author,
Inventor, philosopher and
consultant)

2 T

3/3 sala

Hitra individualna vaja:

Svojemu sosedu povejte Salo.

1. Razmislite, ali se spomnite kake dobre sale.
2. Ce da, jo povejte sosedu.

3. Ce ne, pojdite na Google.

4. Najdite Salo.

5. Delite s sosedom.

37



Tesna povezanost med posameznikom
in tehnologijo ni ve¢€ izbira.

Pri odlocitvah glede tega razmerja pa je
nujno v ospredje postaviti ¢loveka in
razmisljati o vrednosti, ki jo aktivnost -
izvedena preko tehnologije ali ne - pomeni
za posameznika in za organizacije.

" International Journal of Information Management
Volume 63, April 2022, 102443 A Y/

]'VL Sj',\ IER
Opinion paper on climate change

Humanising digital life: Reducing emissions
while enhancing value-adding human processes

Peter Trkman &1 8, Matej Cerne 1 &

Oblikovanje

dela in
delovnega

konteksta

Razmerje
delo —

zasebno o
ZmanjSanje

emisij CO2

IzboljSanje
Cloveskih
procesov

Ustvarjanje
osebne
vrednosti




Clovekova trajnost (Human Sustainability) € ‘i
Vzdrzevanje Prezivetje Uspevanje

Vzdrzevanje
i (preventivno)

s,
T 000 T e,
dloZeno =\t LN
odlozeno SN AL
-----
X e .
.

Produktivnost Produktivnost

homeostaze

<y \/zdrzevanje

(korektivno)



