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uvobD

otazka

Pro¢ bychom méli brat ohled na etiku
v ramci podnikd nebo organizaci?
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uvobD

mozné odpovédi

kvalita rozhodnuti
pravni odpovédnost

spokojenost zaméstnanci

[
[
m image
]
m vykonost zaméstnancl
]
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uvob

otazka

Jaké dUsledky mdze mit ignorovani etickych zasad na zaméstnance
a jejich vykon?

m A) ZvySeni spokojenosti

m B) SniZeni moralky a produktivity

m () ZlepSeni tymové spoluprace
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uvob

spravedlnost

The authors [Cropanzano et al.2007] assert that organizational jus-
tice, described by them as employees’ perception of the moral
decorum of how they are managed, is the ‘glue” that motivates
people to work together effectively. Justice exemplifies the basis
of individuals’ relationship to employers. Alternatively, injustice
corrodes the bonding within the community; it is painful to indi-
viduals and damaging to organizations.

Autofi [Cropanzano et al. 2007] tvrdi, Ze organizacni spravedl-
nost, kterou popisuji jako vnimani moralniho dekoru zaméstnanc(
ohledné zpusobu, jakym jsou fizeni, je ,lepidlem’, které motivuje
lidi k efektivni spolupraci. Spravedlnost predstavuje zaklad vztahu
jednotlivcl k zaméstnavateldm. Naopak nespravedlnost narusuje
vazby v komunité; je bolestiva pro jednotlivce a Skodliva pro orga-
nizace.

(Yadav and Yadav (2016: 15) following Cropanzano, Bowen, and Gilliland (2007))
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uvob

spravedlnost: typy

distributivni spravedlnost (distributive justice)

Distributivni spravedlnost oznacuje vnimanou adekvatnost,
férovost s ohledemk statk(im, které jsou prerozdélovany.

proceduralni spravedlnost (procedural justice)

Proceduralni spravedlnost oznacuje vnimanou adekvatnost,
férovost procesu, postupu, ktery je uzit pfi prerozdélovani statkd.

interak¢ni spravedlnost (interactional justice)

Interakéni spravedlnost oznacuje vnimanou miru toho,
jak je s osobou zachazeno s uctou a respektem.

(Robbins & Judge, 2017: 110)
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uvobD

spravedlnost: dalsi typy

m organizacni spravedlnost (organizational justice)
m informacni (informational justice)

m interpersonalni (interpersonal justice)

m ...
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uvob

kviz

Jaky typ spravedlnosti se zabyva tim, jak férové jsou rozdélovany
zdroje mezi zaméstnance?

m A) Distributivni spravedlnost
m B) Proceduralni spravedlnost
m C) Interak¢ni spravedlnost
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uvobD

spravedlnost: hypotézy

PROPOSED CONCEPTUAL FRAMEWORK

(Figure: 1)
APPROACHES DIMENSIONS
Instrumental
(Economic benefits) '\\ Distributive
\\ (Outcome fairness)
\
N\
\\
Relational e Procedural
(Feeling of self-worth) / (Process fairness)
/
Ve
/
// Interactional
Ethical e (Treatment fairness)
(Human Dignity)
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OUTCOMES
Turnover Intentions

Strategic Goals
Trust
Detrimental Behavior
Job Performance
Citizenship

Human Resource

Organizational

=
o

(Yadav & Yadav, 2016: 17)
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VODCOVSTVI A MOC

VUDCOVSTVI A MOC
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VODCOVSTVI A MOC

Moc a jeji vyuziti

Moc v organizacich je nastroj, ktery mdze byt bud pozitivni,
nebo negativni v zavislosti na tom, jak je pouzivan. Za-
timco pozitivni vyuziti moci podporuje spolupraci a inovace,
negativni pouzivani moci mize vést k potlaceni kreativity a
naruseni pracovnich vztahd.

(French & Raven, 1959)
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VODCOVSTVI A MOC

moc

There is nothing more demoralizing than feeling you have
a creative new idea or a unique insight into a significant or-
ganizational problem and then coming face-to-face with your
organizational impotence.

Neni nic vice demoralizujiciho nez pocit, Ze mate kreativni
novy napad nebo jedine¢ny vhled do vyznamného organiza-
¢niho problému, a nasledné se setkate s vlastni organizacni
bezmocnosti.

(Whetten & Cameron, 2011: 284)
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VODCOVSTVI A MOC

moc: vymezeni

moc (power)

Schopnost A ovlivnit chovani B tak,
aby se B chovala/choval/chovalo podle predstav A.
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VODCOVSTVI A MOC

moc: nastroj

m vyuziti (prostfedek k dosazeni cild)
m leadership
m zvySeni efektivity
m pfizplsobeni okoli
m lepSi podminky
m ziskani vlivu
m prosadit napady
m zastat se kolegl

m ziskat prostredky
m ziskat informace
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VODCOVSTVI A MOC

moc: charakteristika

m vyuziti (k Cemu)
m smér vlivu

m funkce zavislosti
m kompatibilita cild
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FORMALMI A OSOBNI MOC

FORMALMI A OSOBNI MOC
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FORMALMI A OSOBNI MOC

zaklady moci

formalni moc

osobni moc

donucovaci
odménovaci
legitimni
pozi¢ni

Ondracek « RLIZ & PEMA: etika a moc - 2024

expertni
referenéni
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FORMALMI A OSOBNI MOC

zaklady moci

donucovaci moc (coercive power)

Zdroj moci, ktery se spoléha na strach z negativnich duisledku
nedodrzeni rozkazd.
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FORMALMI A OSOBNI MOC

zaklady moci

odménovaci moc (reward power)

Moc zalozena na schopnosti ovlivnit distribuci odmén.
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FORMALMI A OSOBNI MOC

zaklady moci

legitimni moc (legitimate power)

Moc, kterou Clovék ziskava vysledkem své pozice ve formalni
hierarchii v organizaci.
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FORMALMI A OSOBNI MOC

zaklady moci

pozi¢ni moc (position power)

Vliv vyplyvajici z pozice ve struktufe organizace; zahrnuje pravo
nabirat a propoustét zaméstnance, udélovat vytky a povysovat,
zvySovat plat.
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FORMALMI A OSOBNI MOC

zaklady moci: pozi¢ni moc

m centralita
m flexibilita
m viditelnost
m relevance
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FORMALMI A OSOBNI MOC

zaklady moci: osobni moc

charizma

otevienost

empatie

obétavost

fyzické charakteristiky

budovani vztaht

cilevédomost
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FORMALMI A OSOBNI MOC

zaklady moci

expertni moc (expert power)

Vliv zalozeny na schopnostech a znalostech.
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FORMALMI A OSOBNI MOC

zaklady moci: expertni moc

m neohrozujici
m ,overexpertize”
m racionalnost

Ondracek « RLIZ & PEMA: etika a moc - 2024
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FORMALMI A OSOBNI MOC

zaklady moci

referencni moc (referent power)

Vliv zaloZen na ztotoznéni se s osobou, ktera ma zadané zdroje nebo
osobnostni rysy.
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FORMALMI A OSOBNI MOC

hlasovani: Jaky typ moci je nejlepsi?

Pouzijte svlj mobilni telefon a hlasujte:
m A) donucovaci moc
m B) odménovaci moc
m () expertni moc
m D) legitimni moc
m E) referencni moc
m F) pozicni
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ZAVISLOST A MOC

ZAVISLOST A MOC
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ZAVISLOST A MOC

zavislost: vymezeni

zavislost (dependence)
Vztah B k A, kdyz A vlastni néco, co B vyzaduje.
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ZAVISLOST A MOC

vznik zavislosti

m dilezitost
W vzacnost
m nenahraditelnost

Ondracek « RLIZ & PEMA: etika a moc - 2024
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ZAVISLOST A MOC

Obecny postulat zavislosti

Obecny postulat zavislosti
Prima umeéra mezi zavislosti A na B a moci B nad A.
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ZAVISLOST A MOC

organizacni sociogram

12D ED M An Organizational Sociogram

(Robbins & Judge, 2017)
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PRISTUPY K PRACOVNIM VZTAHUM

vyznam etiky pro vedeni

Etické vedeni organizaci je kli¢ové pro podporu dlvéry a loa-
jality mezi zaméstnanci a managementem. Etika nejenze
pfispiva k vytvofeni pozitivniho pracovniho prostfedi, ale
také minimalizuje riziko pravnich konfliktd.

(Trevino & Nelson, 2016)
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PRISTUPY K PRACOVNIM VZTAHUM

pristupy k pracovnim vztahiim

Ideology

Unitarist Organisations are
unified entities. All
parties have com-
mon objectives.

Pluralist Organisations
comprise a coali-
tion of different
sectional inter-
ests and groups.
Parties have both
shared and di-
verse interests and
objectives.

Radical / Relationship be-

Marxist tween capital and
labour based on
class conflict -
‘them’ and 'us’ The
employment rela-
tionship is marked
by deep conflicts
of interest (class
conflict rather than
group conflict).

Power

Primacy of ’'man-
agerial preroga-
tive. Management
as single source of
authority. Employ-
ment relationship
is essentially con-
sensual, reflecting
common interests.

Management leads
but its authority
can be legitimately
contested and
questioned. Power
relations are fluid,
and the relative
‘dominance’ of
parties can change
over time.
Fundamental im-
balance of power.
Power lies with
owner of means of
production (em-
ployers) - resulting
in an exploitative
relationship.

Ondracek « RLIZ & PEMA: etika a moc - 2024

Conflict

Conflict is unnat-
ural/irrational.
Where conflict ex-
ists, it is the result
of troublemakers
or agitators, mis-
understanding or
miscommunica-
tion.

Conflict is inher-
ent, unavoidable
and, within limits,
legitimate and
healthy. ‘Industrial
action’ is a legiti-
mate expression of
conflict.

Constant, in-
evitable and
irreconcilable
conflict of inter-
ests. Disputes
may be settled but
underlying conflict
remains until the
structure of society
changes.

Processes
Unilateral
decision-making
by ~management.
Employer actions
and legal initia-
tives to contain or
suppress  conflict
are legitimate.

Range of processes
needed to main-
tain "dynamic equi-
librium.  Conflict
of interests should
be contained and
resolved through
rules, negotiation
and collective
bargaining.
Social unrest re-
quired to break
the status quo.
Employment rela-
tions processes do
not fundamentally
alter the status
quo.

Trade unions
Trade unions are
viewed as either

unnecessary or
illegitimate. Man-
agement must

have the free-
dom to operate in
accordance  with
the needs of the
market.

Trade unions and
other collective
bodies are legiti-
mate representa-
tives of separate
interests.

Unions are col-
laborators in the
maintenance of the
status quo. True
workplace democ-
racy impossible
without worker
control of means
of production.

(Wilton, 2022: 280)
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PRISTUPY K PRACOVNIM VZTAHUM

pristupy k pracovnim vztahiim: témata

odbory

zapojeni, participace, ...
reakce zaméstnancu
empowerment (zmocnéni)
generacni zmény
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PRISTUPY K PRACOVNIM VZTAHUM

pristupy k pracovnim vztahtim:
zaméstnaneckeé reakce

Deepw

Depth of employee voice

Shallow

Control
Joint decision-
making and/or
worker control,
such as might
be found in
cadeliar_mlnmlon worker.
ngoha\lgn an.d cooperatives
oor!sunauon with (industrial
Consultation ?s::r\:i,n“g’ democracy).
Management agreement, prior
and employees 4, gegigions
heeabind being made.
dialogue about
decisions (either
already made or
Communication pending).
Inf i explains decisions |
information G -
Management ::readyg:nade. Delegative
informs
‘employees of
decisions Consultative
already made.
Narrow Scope of employee voice Wide
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FIGURE 10.1 The extent of employee ‘voice’ (adapted from ‘Voice mechanisms’,
in Marchington et al., 1992, reproduced unde
Government Licence)

r the terms of the Click-Use Open

(Wilton, 2022: 291)
38/67



TAKTIKY MOCI

TAKTIKY MOCI
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TAKTIKY MOCI

zaklady moci

taktiky moci (power tactics)

ZpUsoby, kterymi lidé vyuzivaji podstaty moci ke specifickym
¢innostem.
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TAKTIKY MOCI

taktiky

legitimnost

racionalni presvédcovani
inspirovani

konzultace

sména

osobni apelace

lichoceni

natlak

koalice
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TAKTIKY MOCI

7y ve

ucinnost taktik

B zajem
m charakteristika pfijemce

B smér

m nahoru
m doll
m lateralné

m kultura

m individualisticka
m kolektivisticka

m charakteristika plvodce

Ondracek « RLIZ & PEMA: etika a moc - 2024
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TAKTIKY MOCI

prekazky

necitlivost, neohleduplnost a zastraSovani
arogance, chladnost, odtazitost
zrada davéry

prehnané ambice, hrani politickych her, neustala snaha posunout
se vyse

neschopnost delegovat a budovat tym
m prehnana zavislost na jinych (napf. mentorech)
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VLIVOVE STRATEGIE

VLIVOVE STRATEGIE
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VLIVOVE STRATEGIE

vlivové strategie

m donuceni
W reciprocité
m odUvodnéni
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VLIVOVE STRATEGIE

vlivové strategie: charakteristiky

m donuceni
m kritika, ignorovani, nemozné ukoly
m hrozba trestu

B reciprocité

E sména
m laskavosti
m zavazky

m od0vodnéni

m dlvody
m spolecné cile/hodnoty

Ondracek « RLIZ & PEMA: etika a moc - 2024
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VLIVOVE STRATEGIE

vlivové strategie: problémy

m donuceni
m odpor
m naplnéni hrozby
m opakovatelnost
m iniciativa
[ I
m reciprocité
m dlvéra
m kontextualni (spolecenské) vlivy
m odlvodnéni
m Cas
m spole¢na baze
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ZNEUZIVANI MoCI

ZNEUZIVANI MOCI
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ZNEUZIVANI MoCI

Kazi nas moc?

preference cill
snaha po udrzeni

]
|

m sebevédomost
m osobnost

]
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ZNEUZIVANI MoCI

negativni dasledky zneuzivani moci

Vyuzivani moci k ovladani a manipulaci zaméstnancl ¢asto
vede ke zvySenému konfliktu a snizeni divéry. Moc by méla
byt spiSe nastrojem podpory a spoluprace nez prostfedkem k
dosazeni osobnich cild.

(McClelland, 1975)
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ZNEUZIVANI MoCI

zaklady moci

potfeba moci (need for Power (nPow))

Potfeba donutit jiné, aby se chovali zpGsobem, jakym by se jinak
nechovali.
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ZNEUZIVANI MoCI

problémy spjaté s moci

m zneuzivani

m sexualni obtézovani
m stagnace

...
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moc moci

ZNEUZIVANI MoCI

ECNTEER N Personal Power: Stepping Stone or Stumbling Block

PERSONAL PERFORMANCE

Ondracek « RLIZ & PEMA: etika a moc - 2024

Effective

Ineffective

Empowered
| Lack of Abuse of
power power
Inadequate Sufficient Excessive
PERSONAL POWER

(Whetten & Cameron, 2011: 286)
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POLITIKA V ORGANIZACI

POLITIKA V ORGANIZACI
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POLITIKA V ORGANIZACI

Organizacni spravedlnost a vykonnost zaméstnanci

Organizacni spravedlnost je vyznamnym prediktorem spoko-
jenosti zaméstnancl. Kdyz jsou procesy spravedlivé, zamést-
nanci maji vétsi tendenci k angazovanosti a loajalité vidi or-
ganizaci.

(Colquitt, Conlon, Wesson, Porter, & Ng, 2001)
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POLITIKA V ORGANIZACI

politické chovani: vymezeni

politické chovani (political behavior)

Aktivity, které nejsou po ¢lovéku pozadovany jako soucast jeho
formalni role v organizaci, ale kterych cilem je ovlivnit distribuci
benefitl a zdrojl v organizaci.
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POLITIKA V ORGANIZACI

politicka zru¢nost: vymezeni

politicka zru¢nost (political skill)

Schopnost ovliviiovat druhé zplsobem, ktery vede ke splnéni
vlastnich cild.
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POLITIKA V ORGANIZACI

zaklady moci

vzdalenost od moci (power distance)

Vlastnost narodni kultury, ktera popisuje miru, do jaké spole¢nost
akceptuje nerovnou distribuci moci v institucich a organizacich.
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POLITIKA V ORGANIZACI

faktory ovliviujici politické chovani

123010 EEE M Factors That Influence Political Behavior

Individual factors

* High self-monitors

¢ Internal locus of control

* High Mach personality

* Organizational investment
® Perceived job alternatives
# Expectations of success

\ Political behavior
/ Low —————— High

Organizational factors

* Reallocation of resources

* Promotion opportunities

© Low trust

* Role ambiguity

« Unclear performance
evaluation system

* Zerosum reward praclices

* Democratic decision making

* High performance pressures

o Seltserving senior managers

Favorable outcomes.
* Rewards
* Averted punishments

Ondracek « RLIZ & PEMA: etika a moc - 2024

(Robbins & Judge, 2017)
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POLITIKA V ORGANIZACI

reakce na organizacni politiku

m snizeni uspokojeni z prace
m zvySeni Uzkosti a stresu

m zvySeni odchodl

m snizeni vykonu
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POLITIKA V ORGANIZACI

obranné chovani

m vyhybani se akci
m piehnana konformita
m pfehazovani horké brambory
m hrani si na hlupaka
m protahovani
m otaleni: predstirani/proklamovani aktivity
m vyhybani se akci
m kryti se otevienosti (bluffing)
m hrani na jistotu
m racionalizovani
m piehazovani
m zkreslovani
m vyhybani se zméné
m prevence zmény
m sebe-obrana
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POLITIKA V ORGANIZACI

impression management (IM): vymezeni

impression management (IM) (impression management (IM))

Proces, kterym se lidé snazi kontrolovat, jak jsou vnimani ostatnimi.
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POLITIKA V ORGANIZACI

etickeé a dalsi aspekty politického chovani

m Jaky je uzitek z politického chovani?

m Jakym zplsobem vynahrazuje uZzitek z politického chovani
pfipadné poskozeni, které toto chovani zplsobuje ostatnim?

m Je dana politicka aktivita v souladu se standardy rovnosti
a spravedlnosti?
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IMPLIKACE PRO MANAZERY

IMPLIKACE PRO MANAZERY
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IMPLIKACE PRO MANAZERY

Implikace pro manazery I/I

m Maximalizujte svou moc.

m V mezich etiky!
m Pozor na moznost nekondicich bitev.

m Nechlubte se moci.
m Vyhnéte se tomu, aby se ostatni citili bezmocni.
m Vysveétlujte.
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IMPLIKACE PRO MANAZERY

pojmy a koncepty |

moc (power)

zavislost (dependence)

donucovaci moc (coercive power)
odménovaci moc (reward power)
legitimni moc (legitimate power)
expertni moc (expert power)
pozi¢ni moc (position power)
referencni moc (referent power)
mocenske taktiky (power tactics)
politické dovednosti (political skill)

impression management (impression management)
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