Nastroj

., Health-Check”

Uvod

Hodnoceni je zaméfené na:

Vytvafeni pfilezitosti pro zlepSovani
inovaci podle Evropské inovacni normy
CEN/TS  16555:5/6, ktery se tyka

managementu kreativity a kolaborace v
malych a stfednich podnicich.

Poskytnuti diagnoézy,  ktera
napomaha kritickych
mist/prvkti majicich vliv na uroven
managementu kreativity a kolaborace.

rychlé
identifikaci

Zapojeni vlastnik(i nebo manazer(i malych
a stfednich podnikti do jednoduchého
hodnoceni jejich rozhodovaciho procesu,
ktery rozviji kreativitu a vede k vytvoreni
inovativniho prostfedi ve firmé.

Je navrZzeno tak aby ho spolecnosti mohly
pouzit samy, nebo aby mohl pomoci asistent,
konzultant nebo zprostfedkovatel, pokud to
bude nutné.

Hodnoceni umoznuje hlubokou reflexi ohledné
fungovani spolecnosti v aspektech kreativity a

IN
CRE
MENTA

advancement in SMEs

Jedna se o tristupriovy nastroj k
hodnoceni inova¢niho procesu v
malych a stfednich podnicich.

spolupréce tim, Ze analyzuje své silné stranky a
urcuje oblasti, kde je potfeba se zlepsit.

Jsou zde ctyfi hlavni sekce organizacniho

rozvoje spolecnosti, které lze hodnotit z
hlediska spoluprace a kreativity:
1. Vedeni,

2. Spoluprace,
3. Struktura,
4. Kultura.

Kazda sekce je rozdélena na konkrétni aspekty.
Dohromady je dvandct aspektt. Kazdy aspekt
je popsan a hodnocen na skale, ktera ma ctyfti
uarovneé. Rozvoj, rist, zralost a udrzitelnost. Tyto
aspekty jsou zaloZeny na ctyfech popisech.
Kazdy ukdzat tu
nejpravdépodobnéjsi situaci, kterd by mohla

popis  se  snazi
nastat v této fazi rozvoje spolecnosti, pokud jde

o spolupraci a kreativitu. Aby proces
hodnoceni pfinesl aktualni vysledky, musi byt
kazdy aspekt respektive vysledek zanesen do

hodnotici tabulky (scorecard).

Innovation and creativity mentality



Jak pouzivat nastroj ,, Health-Check”?

Nastroj ,,Health-Check” navadi vlastniky nebo
manazery, aby fidili zmény zvyraznénim
oblasti, které vyzaduji prioritni zasah. Také jim
to pomtze zlepSit nékteré aspekty v oblasti
podnikani na podporu inovaci a riistu. Je
dopliikovou soucasti Prirucky systému fizeni

inovaci pro malé a stfedni podniky a mél by byt
pouzit s Pfiruckou kreativity a spoluprace, kde
jsou vysvétleny klicové pojmy a definice, a kde

jsou koncepty =zaloZeny na
CEN/TS16555: ¢ast 5 a 6, které tvori zaklady
vysledkii projektu INCREMENTA

1. Hodnoceni stavu v organizaci — vyplnéni 4 tabulek pro hlavni oblasti

2. Vypocet vysledki — stru¢né hodnoceni

3. Profil hodnoceni (diagnostické diagramy).

Aby byl tento proces efektivni, musi se do néj zapojit vSichni zaméstnanci, zti¢astnéné strany a

vSichni lidé propojeni se spolecnosti. Kazdy by mél individudlné posoudit tuto fazi vyvoje

spolecnosti, poté by se méli vSichni sejit a shodnout se na spolecném rozhodnuti. Hodnoceni

konkrétnich aspektti spolecnosti neni tak snadné, protoze ¢lenové tymu a ¢lenové predstavenstva

¢asto vnimaji analyzovany problém odlisné. Toto se vSak miize ukazat jako velice prospésné,

protoZe vam umozni ziskat pravdivy obraz o spolupraci a kreativité ve vasi spole¢nosti. Aby bylo

mozné spravné vidét dynamiku spolecnosti, méla by se tyto procesy pravidelné opakovat, napf.

jednou roc¢né.

Prvni krok:

Vyplnéni hodnotici tabulky

Musite peclivé prozkoumat cely pracovni
ramec (napi. Al, A2, A3, A4) a poté musite
zacit zkoumat sekci za sekci. Nejprve musite
ziskat predstavu o tom, v jaké fazi vyvoje (v
skale)
organizacniho profilu vase spolecnost je. Poté

jakém  poli na  cCtyfstupnové
si pozorné prectéte prislusnd prohldseni a ze
¢tyf stupna vyberte jeden, ktery podle vaseho

nazoru s nejvétsi pravdépodobnosti odpovida
urovni pokroku vasi spolecnosti. Poté vami
zvoleny stupen zapiSte do prislusné burky
(zluté).

postupné pro vsech 12 aspekttl organiza¢niho

Tato akce musi byt provadéna

rozvoje, na zakladé kterych je tieba
vyhodnotit, jak funguje spoluprace a kreativita
vramci  rozvoje  spolecnosti.  Pfiklad

zaznamenavani je uveden pro jednu za ctyf
hlavnich sekci (1. Vedeni v priloze Al). Poté co
dokoncite ¢teni  pfislusnych  prohlaseni,
vyberete spravny stupen, vyplnite skore pro
vSech 12 aspektti organiza¢niho rozvoje, méli
byste se presunout do dalsi faze — prectéte si

vysledky ve vypoctovém listé (piiloha A5).

standardech



Druhy krok:
Vysledky v tabulce

Kazda jednotliva oblast, tj. 1. Vedeni, 2.
Spoluprace, 3. Struktura, 4. Kultura, je
hodnocena jako primér hodnot tfi aspektt,

Treti krok: Posouzeni
profilu a pripraveni akcéniho

planu pro zlepseni.

Tento krok profiluje spolecnost zobrazenim
vysledkti pomoci grafické vizualizace
(hodnotici profil). Pfiklad je uveden

v ptilohach A6 a A7.

Tento ndstroj poskytuje dva typy diagramii —
sloupcovy graf a radarovy diagram. MiiZete

které jsou v ni obsazeny. Napiiklad pro
aspekt 1.1. Vize a stanoveni cilii je skore 0,5: u
aspektt 1.2. Motivace a delegovdni tikolii a 1.3.
Zpétnd vazba je skore 1,0 resp. 1,25. Vysledek
v hlavni oblasti 1. Vedeni bude priimérem
skore téchto tii aspektti.

MiZete si vyzkousSet v souboru:
Incrementa-dodatky.xlsx

pouzit oba, zalezi na ucelu analyzy. Protoze
tato metoda mtiZze byt pouZzita na
sebehodnoceni jedné osoby, nebo celého
tymu, je na managementu, jaky druh procesu
bude chtit pouzit. Pfedtim neZ metodu
pouzijeme, miize spolecnost najmout poradce
nebo zprostfedkovatele. Na zdkladé analyzy
muZete v této fazi pokracovat ve vybéru
prioritnich oblasti, zvyraznénych v pfedchozi
fazi a v piipadé potieby rozvijet akéni plan.
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Health-check _nastroj_hodnoceni.xIsx

Proni: Vyhodnotte uiroven pokroku ve hlavnich sekcich ctyrech

Tabulky jsou v excelovém souboru na celkem osmi listech. Je potieba provést hodnoceni a
vyplnit tabulky pro 4 hlavni oblasti, které jsou na pfislusnych strankach (sheetech): 1.Vedeni 2.
Spoluprace 3. Struktura 4. Kultura (viz pfilohy Al, A2, A3, A4) a soubor Incrementa Health-
check _nastroj_hodnoceni.xlsx

Druhyj: Podivejte se na vysledky hodnoceni dvandcti
organizacnich aspektii v Tabulce viypoctii!

Ve Vypocetni tabulce uvidite shrnuti aspekti.

hodnocenych organizacnich aspektii a jejich  poznamka: Obecné se podil kazdé hlavni
oblasti

konkrétnich pripadech 1ze pouZit jiny.

pramérné vysledky pro ¢tyfi hlavni oblasti: 1.
Vedeni 2. Spoluprace 3. Struktura 4. Kultura.
Jedna se o struény profil vasi spolecnosti, ktery

rovna 25%; pouze v nékterych

shrnuje  vysledky hodnoceni z hlediska
spoluprace a kreativity.

Automaticky generovana Vypocetni tabulka
(viz ptiloha A5) je =zaloZzena na vaSich
zdznamech

uvedenych v  excelovskych

tabulkach A1l az A4 pro 12 organizacnich

Ve Vypocetni tabulce lze namisto vypoctu
pramérhi pro hlavni oblasti vypocitat hodnotu
na zakladé skodre stanoveného v tabulkach Al
az A4. Toto je moznost pro budouci verze
tohoto nastroje.

Treti: Podivejte se na Diagnosticke dingramy, které
predstavuji hodnotici profil vasi spolecnosti!

Na strankach Profil hodnoceni — sloupcovy graf a Profil hodnoceni — paprskovy diagram (viz
prilohy A6 a A7) uvidite vizualizovany profil spolecnosti z hlediska tirovné kolaborace a
kreativity. Tyto prilohy obsahuji profil pfikladné spolecnosti, ktery je zalozen na dfive
poskytnutych datech.



Prilohy

AT VEABNT ettt 6
A2, SPOIUPTACE ..ottt sss st s st s bbbttt s bbb s snes 7
A STIUKTUIA oottt bbb bbb bbb 8
AL KUIUIA <otttk 9
A5, VYPOCEINT LADUIKA ..ottt sttt ss s saes 10
Ab. Profil hodnoceni — SIOUPCOVY diagram.........oiririnrieeiseeeessesissie s sssssssssssssssssasssssssssssessanes 11
A7. Profil hodnoceni- PapIrskOVY Graf........ et ssse st ssssssssssnes 12

Pozn.: Pfilohy jsou v anglictiné, ale v pfislusném excelovském souboru, ktery budete pouzivat, jsou texty
preloZené do Cestiny.
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Al. Vedeni

In this main area “1. Leadership”, the three organizational aspectsare as follows: “1.1Vision & settings objectives”,
“1.2Motivation & tasks delegation” and “1.3 Feedback”. You evaluated them as follows: for the aspect 1.1 the score is only
0.5 points, as you areon level of early development; the aspect 1.2 is to some extent more advanced (receives 1.00 points) and the
aspect 1.3 is better developed since it is put in the growth stage with 1.25 points.

The selected score isrecorded in the respective yellow boxes. The calculated average result for “1. Leadership” will be0.92 (see

A5).
4 A | B | ¢ | o | e [ F |6 | b | v ]| | k[ ]|mM]|N]|]o]|ePr |[Ta
1 HEALTH CHECK EVALUATION FRAMEWORK (Collaboration & Creativity) - 1. Leadership
e
3 |Collaboration & Creativity Life Cycle Stages (Evaluation criteria)
4 |/ Resources Development Stage I Growth Stage Maturity Stage I Sustanable Stage
5 |[MAIN AREA: 1. LEADERSHIP Weight for the measured area:|  25%
6 Aspects Statements Statements Statements Statements
Company is led by founders. Company visionis | Company is led by founders with some input from| Vision comes from leaders and the mujority of Innovation, creztivity and collaboration are all
general and Imown by founder: only. There are | Board members. The vizion is clear but not well | managers. The miszion statement is well included in the company strategy which was
no mission statements. The objectives are broad. | communicated. There is 2 draft strategy for communicated within and outside the company. | developed using 2 creative and collaborative process.
There are no creativity and collaborztion zctivities | creativity and collzboration which was developed |Management by objectives AMBO) is in place. All managers attempt to use innorative methods.
currently undertzken or plainned. There iz no without input by staff. There is a process by which | Innovation minagement is embedded in MBO is in place 2z are SMART goals. The teams and
% < strategy for creativity or collzboration. Innovation | staff can contribute new product ideas or process |management practice. The SMART objectives are | managers communicate the vizion and miszion
11 Vision & setting management is not in place. Planning is top-down |improvement, but it is not well known or well developed in line with an innovation management | effectively with the stakeholders and the external
obiecu'ves and undertaken on an 2d hoc basis without the used. Staff can influence some decisions, approach. Innovation, creativity and collaboration  |environment. The company is well recognised as an
involvement of the staff. Staff execute decision: | depending on how open their managers are, but  |are 2ll included in the company strategy which was |innovation lezder. You and other management
but are not able to influence them. Terms like they hare little formal input. Concepts of developed using 2 creative and collabonative actively promote creativity and innovation. You are
innovation, creativity and collaboration are innovation, creativity and collaboration are process. Individual staff are making attempts to using tools such 2: the creativity scorecard and
mentioned but there is no real plan to implement | considered important and there are high level plans| introduce innovation, creativity and collzboration | collzboration scorecard and are actively working to
7 them. to implement them. within the company. improve your performance.
8 0.25 0.50 ]) 0.75 I 1.00 125 l 1.50 175 l 2.00 2.25 I 2.50 I 2.75 3.00 3.25 l 3.50 I 3.75 4.00
) You are \—:/' the level of brogress of 1 2 bect of Yot o d prt in the box' ondy one number from one 9 b statentents 0.50
Staff are not motivated. There is 2 common Achievements are noticed and recognized Staff members undertake tasks that go beyond their | There is 2 well-established collzborative and creative
feeling of not being useful for the company and | informally. There it no official motivation and job description. The company has identified and | environment. Formal procedures for allocating tasks
being bumt-out. There is little or no recognition |appraizal system. Staff members only undertike the |applied best practices to motivate the staff and track{and encouraging employees to appraise their
of staff performance a: 2 policy. Task allocation is | tasks listed in their job description. Certain progress and results in terms of collaboration and | achievements are well used. All staff members feel
incidental and depends on the culture and mezsures to nurture entrepreneurial and innovative | creativity. Staff often self-choose tasks and staff fully appreciated. Creativity and collaboration are
o experience of individual managers. thinking and collaboration exist. The delegating success is formally noted and celebrated. actively rewarded.
1.2. Motivation & tasks tasks are used only in project management. You zre using tools such 2s the creativity nd
de]egaﬁon collzboration scorecards and are actively working to
improve your performance.
10 ¥
11 0.25 0.50 I 0.75 ( 1.00 125 1.50 175 2.00 2.25 I 2.50 I 2.75 3.00 3.75 4.00
12 You are j 20 rate 1 " ! 7 of yor ¢o E and put in 1he ye o only one n ron: 0ue 9 b srarensents. 1.00
Peedback from staff iz usually ad hoc and case-by- | Feedback is written and formalised in some Some procedures include collaboration approach | A culture of open innovztion and regular feedback is
caze. There is no formal monitoring and existing monitoring mechanizms. Seszions with and creativity. Managers and staff work together in 2f established and supported by the company strategy.
evaluation mechanizm related to the decision- feedback from the staff create 2 friendly collaborative and creative environment. Staff Peedback is an intepral element of the MBO system.
mueking process. Manly verbal feedback iz used.  |environment to create openness and creztiveness. | contribute to the clarification of priorities and KPI: for collaboration and creativeness are in place
There are very few formalised administrative Peedback iz used in the collaboration process to strategy, based on constructive feedback and zre based on feedback related to the desire for
procedures where feedback is accepted. measure staff effectiveness but not implemented a3 innoration. You are using tools such 2s the creativity
2 system. and collaboration scorecards and are actively worki
1.3. Feedback : ;
- to lmprove vour pe:fommce.
13
14 0.2 4.00
15 You ar 125




In this main area “2. Networking & partnership”, the three organizational aspects are as follows:
“2.1Internal collaboration”, “2.2Motivation & tasks delegation” and “2.3Communication and
, coordination; trust”. You evaluated them as follows: for the aspect 2.1 the score is only 0.75 points, as
A 2 S p O | u p r a C e you are on relatively advanced level of development; the aspect 2.2 is also in the same stage (receives

* 0.75points) and the aspect 2.3 is to some extent even better developed with 1.25 points.The calculated
average result for “2. Networking & partnership” will be0.92 (see A5).
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HEALTH CHECK EVALUATION FRAMEWORK (Collaboration & Creativity) - 2. Networks & Partnership

Collaboration & Creativity Life Cycle Stages (Evaluation criteria)
/ Resources Development Stage I Growth Stage Maturity Stage I Sustanable Stage
MAIN AREA: 2. NETWORKS AND PARTNERSHIPS Weight for the measured area:| 2%
Aspect / Component Statements Statements Statements Statements
Company is 2 closed type of organisation which | All staff do not have 2 clear position within 2 group| Decisions begin to be taken on basis of clear Company is an open type of organisation. All staff
lacks 2 collaboration infrastructure and intensity. |and their roles are not clearly related. Functional | criteriz developed and understood by staff. The members: participate in decizion-making process.
Collzboration occurs mainly in project texms. Staff} tezms exist, but team roles are often unclear and culture includes creativity and design thinking. Well-balanced internal competition with
tend to share the work they do only when 2sked | gorernance structures are vague. The outcome: of |Cross-functional teams work on open innovation | collaborztion is in place. Teams share work and
for it. Conversations and joint efforts across collaborative efforts are often shared but only mode. effectively connect with additional project groups.
departmental boundaries are difficult. Low upon request. The teams often share work after The <taff and teams routinely revisit and debate the | The owners and top management promote best

9 1. Internal collaboration collzboration coexists with 2 low level of internal |initiating or completing projects. The high level of | outcomes of their collaborative efforts. They seek | practices for working together, based on the
competition, which does not stimulate creativity | internal competition coexists with 2 relatively low | opportunities to collaborate 25 2 built-in or natural |innovation management standards. Staff agree on

and idez generation. Staff are not actively level of collaboration, but this encourzge: some part of their planning. The internal collaboration | shared intentions, understand what success means,
encouraged or rewarded for collaboration. creztivity and openness. and 2 low level of competition are nearly balanced. [have 2 shared level of engagement and establish
common goals by negotiation. Staff are encourzged
3 to collaborate & rewarded for doing so.
7 N\
8 0.25 | 0.50 I& 0.75 J) 1.00 1.25 1.50 175 I 2.00 2.25 2.50 275 3.00 3.25 3.50 3.75 4.00
9 You ted 1o rate the Jevel of Hn 10ir orgawigational of yoxr company. 5 Lut i 1 / ouly oune uumber from oue of the ab Jeids with mtatements 0.75
There is little or no real experience in Extennal collaboration is occasional and related to | Extennul collaboration is frequent and usually bazed| External collaboration is formualized 2s 2 system.
collaborating with external stakeholders and specific tacks and projects. The partmerships are 2 |on top management decisions. Company has Stakeholders are aged in 2 joint d i
parmers. Relationship between the company and | reaction to perceptions and not well thought contracts with key decision-makers and has process based on the principles of open innovation.
some external organisations are tense. The through or chosen. There is no proactive approach | establiched communication channels with main The company is part of the local business
founders do not understand the open innowation | for external collaboration on 2 broader scale. One | stikeholders. Collaboration iz becoming an community through diverse initiatives and networks.
concept well and do not support external person or unit are engaged in formal work to essential part of the innovation strategy. There are | The external collaboration strategies are integrated
99 External collaboration collaboration. crgxte external collaborative uetwo:l;ug .md muany intemational and local u_em'o::ks wl'.»ere the [into the business plan and progress tracked. Partners
allimces. The planning of collaboration is top- company is 2 member and their role and impact are|are carefully chosen on the grounds of what they
down. Some managers begin understinding the growing. Open innovation zpproach is bring to the partership. External collaboration iz
role of openness. acknowledged by most of the managers and staff.  fused to compl t core comp ies, reduce

costs and bring complementary expertise.

10 L4

N\
11 0.25 oso (o015 ) 100 125 150 175 2.00 225 | 2 | 275 3.00 325 | asm | ams 4.00
12 You are asked to rate '\/ : 10ir ational of your comtpany. 5 GRLR /i f1on f the 7 with Itaremients 0.75
Company is not an open organisation. The Staff members unite to define values, knowledge, |There are regular meeting: between leaders and Open organisation is in place. There is 2 system for
miszion is interpreted in different languages. expertise, and principles. Communication is staff members. Formal communication channels measuring the effectiveness, and efficiency of the
Communication and problem solving are not partially formalized through establiched business | serve decizion making and information flow. You |communication. A high level of coordination based
toansparent. Teams have difficulty aligning their | processes and supported by communication tools. |have 2 set of tools to support communication on formal channels is zchieved. Shared experience,
work with 2 common purpose. There ire few Some staff feel comfortable sharing thoughts and | including those to share tacit information, tacit information, and values serve decision-making,
. . established communication channels and 2 low opinion: in familiar domains. There is 2 shared expertise, and knowledge. Staff feel comfortable conflict resolution, and assessment processes among
2.3. Communication and  |jeve] of coordinstion exists. At 2 result, duplicate | pace for project maigement. A common sharing their thoughts and opinions and provide | staff members and manzgers. A common language is
coordination; trust work is often carried out, communication Linguage for the organisation is partizlly formed. | 2dequate context for helping new staff members | created. Various forms of open innovation are in
efficiency is poor and trust iz not created between | This supports internal collzboration and creativity |understand. Staff are allowed time to think zbout | place. Trust is everywhere. The leader’s commitment
staff. Creativity and collaboration are not to some extent. There are first steps in building up |the process or to have conversations with others  |to clear, open communication has set the tone for
supported. Staff may begin to feel disassocisted | formal communication channels and increasing that might generate some insight or spark some his or her team and organization.
with the company 25 2 whole, lezding to attrition. | trust. ideas.
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A3. Struktura

In this main area “3. Structure”, the three organizational aspects are as follows: “3.1System and processes”, “3.2Roles”
and “3.3Functions”. You evaluated them as follows: for the aspect 3.1 the score is only 0.25 points, as you are on very early
level of development; the aspect 3.2 is also in the same stage but better developed (receives 1.0points) and the aspect 3.3 is in
the similar stage with 0.75 points.The calculated average result for “3. Structure” will be0.67 (see A5).
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HEALTH CHECK EVALUATION FRAMEWORK (Collaboration & Creativity) - 3. Structure

AU B W
i | N

Collaboration & Creativity Life Cycle Stages (Evaluation criteria)

/ Resources Development Stage | Growth Stage Maturity Stage I Sustanable Stage
MAIN AREA: 3. Structure Weight for the measured area:| 5%
Aspect / Component Statements Statements Statements Statements

Structure and processes are not focused on
collzboration, creativity or innovation
management. A low level of openness and 2 high
level of hierarchical governance are in place. You
Iack clear goals, structure and governance

collaboration and creativeness. No collaboration
and creativity system exist. There it no mutual
trust or flexible working conditions. Staff operate
in silos and do not pass information to each other
or leamn about each other’s experiences.

$

3.1. Systems and processes

mechanisms for setting up processes and fostering|

Collaboration and creativity are managed informally
through various tools and project-based
approaches. Innovation manzgement is evolving.
Top manzgement is committed to collaborztion
and creativity. Good practices are used as 2 baze for
idez generstion. The standards of collaboration are

The collaboration and creativity process produces
tangible, substantial, and sustzinable results through
joint participation and zction. Existing systems and
processes support the implementation of
innovation management standards. Collaboration
strategy defines the strategic aspects and it is

used in develop and o
Staff members hare some opportunities to
communicate with each other and work in
different part: of the business.

cialization stages.|i

pl d across the company through
established and supported procedures. Managers
and teams work across silos.

Open innovation platforms and tools are
implemented and managed 2: 2 system, changing the
internal corporate culture. The developed system
corers 21l aspects of the business and allows both
organisational and project management. It covers
economic value estimation cost estimation,
opportunity cost, etc. The procedures include
measurement of creativity and collaboration by
defined in 2 collaborative way specific KPTs. You are
using tools such ¢ the creativity scorecard and
collaboration scorecard and are actively working to
improre your performance.

8 ( 0.25 D 0.50 I 0.75 1.00 1.25 I 2.25 | 2.50 2.75 3.00 3.25 ] 3.50 l 3.75 4.00

9 Y asked 1 rare 2 and in tk boo only ome uumber from one of the i vith statensent 0.25
There is an informal definition of roles for The roles for coordinztion of crestivity amnd There is 2 holistic approach with clearly and An innovation management system is developed and
innovation management, creativity, and collzborztion activities and tazks are well formally assigned roles for innovation manag dards are impl ted. There is an evaluation

collaborztion, using cross-functional teams and
project-based approzch. Roles are assigned
informally based on expertize, years of experience
and main business functions

3.2. Roles

10

distributed among managers and staff. Staff skills
are identified, evaluated and complementing to
form cross-functional teams for innovation.

including creativity and collaboration management.
Teams are built bazed on 2 system for role
definition and opportunities for innovation.
Innovation management standards are known,
studied and recognised for benchmarking.

P
system for managers and staff members focusing on
key skills and competencies rather than formal
structure and roles. The mezsurement system covers
several aspects and overcomes separation within
organisztional silos. You are using tools such as the
creztivity scorecard and collaboration scorecard and
are actively working to improve your performance.

11

0.50

2.50 2.75

4.00

12

1 of the 177 1.00

Functions zre formally defined but do not
correspond fully to the strategy and objectives.
There are many informal processes and divisions
of responsibilities which are not acknowledged
but without which the company could not
operate. Creativity and collaboration are not
officially in use zlthough the managers and staff

3.3. Functions : :
use them in the day to day problems solving.

13 ¥

Functions, responzibilities, and role: correzpond to
fast-growing needs for teamwork. The distribution
of roles and function: in project teams helps cross
company ation and skill 2cquisiti

There are some collaboration difficulties between
projects and teams. The accent is on
encouragement of creativity in project tezms

Pormal functions of the main business areas
correspond to the strategy and objectives within
the MBO system. Cross-functional tezms are
involved in 2 well-managed and intensive
collzboration. Cpen innovation approach and
creztive thinking are supported by the functions of
the managers and staff.

The functions are developed in the context of the
structure and components of the MBO system. They
follow the innovation management standards. An
impact measuring system exists so the execution of
functions (of teams and staff members; is measured
by KPIs incl. ime to market, the number of new
products and service: developed, the number of
generated innovations, ete.

14
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A4. Kultura

In this main area “4. Culture”, the three organizational aspects are as follows: “4.1Information & knowledge”, “4.2Rules &
values” and “4.3Attitudes”. You evaluated them as follows: for the aspect 4.1 the score is 0.25 points, as on very early level of
development; the aspect 4.2 is also in the same stage but better developed (receives 0.75points) and the aspect 4.3 is in the similar
stage but with 0.50 points.The calculated average result for “4. Culture” will be0.50 (see A5).

4 A | B8 | ¢ | o | E | F |6 | H |t | s | K|t |™M|N|oOo]|Pp @
1 HEALTH CHECK EVALUATION FRAMEWORK (Collaboration & Creativity) - 4. Culture
3 |Collaboration & Creativity Life Cycle Stages (Evaluation criteria)
4 |/ Resources Development Stage I Growth Stage Maturity Stage | Sustanable Stage
5 |[MAIN AREA: 4. Culture Weight for the measured area:|  25%
6 Aspect / Component Statements Statements Statements Statements
Traditional approach. Information flows to and Managers are reluctant to share too much An open culture, empowered staff, flexible Collaboration and creativity are 2 culture and practice
from the external ecosystem (zuthorities, clients, |information in collaborating with customers and | structure, integrated procedures, idea development | that is supported by 2 formalised system for sharing
suppliers, etc.} and within the company mainly 2¢ | supply chain. Communication flows ezsily and is | systems, and good external partnerships exist. The |and transfer of information and knowledge. The
accountancy reports. The information flows top | reciprocated at 2ll levels. Tacit inowledge is more |infrastructure can seamlessly handle structured and | system monitors and evaluates specific KPI:. IT tools
down. Decizion making is based on structured often tied to internal collaboration. The customer |unstructured information. It provokes tacit that create 2 strategic capability for collaboration in
4.1. Information and information. Creativity is met through sponadic datz and experiences, demographics of customers, |knowledge, and collaboration - intemal, across 11l stages of the innovation management process: idez
knowledge (sharing & mezsures. Tacit information and knowledge are | and cost structures are not shared 25 easily, if at 2ll. | cultures and distances, and in multiple agendas. generation, concept development, implementation,
not formally accumulated, zrchived and There is no infrastructure that can handle Creativity and innovation are vizsibly driven and portfolio manag are impl d
transfer) trnsferred among the staff. AMlmagers chare only | unstructured information coming from the zctively supported, based on collaboration in
what information they feel is required. company. transferring information and knowledge.
7 ¥
7
8 0.25 j 0.75 1.00 1.25 1.50 175 2.00 2.25 2.50 I 2.75 l 3.00 4.00
9 You combanm § put i on only one wimber from one with 1! 0.25
Rules are considered more important than values. | Written rules are in place and they correspond to | Rules for collaboration, information sharing, and | Rules are elaborated based on good practice thatisa
Guidelines and channels for encouraging diverse |shared values. Leaders are open to receiving creativity are embedded in the company intemal | result of shared values. Guidelines and channels
points of view about decisions are under feedback and creating an environment where guidelines. There are rules and 2 formal process encourage diverse points of view within teams and
development. Many rules are not documented people feel zafe providing it. Staff and teams are for decision-muking and idez generation. Such decisions that are aligned with staff's preferences for
officially and are 2 result of collaboration among 2 { motivated to share stories about succeszes, but not | rules describe the channels for collzboration and | feedback. The performance indicators are used to
4.2. Rules and values limited number of Leaders and top about failures. Rules for collaboration, information | sharing decizion-making files. The procedures for |encourage desired behaviour mnd to measure the
(motivation & mamagers are uncommitted. sharing, and creativity are in use in the project group discussions motivate the staff. Materials are | progress of staff creativity and collaboration. Staff
9 tezms. Most of the rules for collaboration and shared openly via multiple channels and methods | share materials on collaborative platforms that come
commitment) creativity support decision-making practice: on for feedback. Leaders openly encourage others.  |with clear guidelines, and encourag in using
Pproject management level. Staff feel empowered to share opinions open technical standards in their work. Staff are
constructively on any matter relevant to their work. | committed and motivated.
10 4
11 0.25 l 0.50 r 0.75 ‘b 1.00 1.25 I 1.50 175 | 2.00 225 | 2.50 l 2.75 I 3.00 3.25 | 3.50 I 3.75 4.00
12 17 a 0 ! of Brogress of this orga: of your combany. Se bt | Eox: only one wumber from one of the r with stare 0.75
Aptitude for change and risk-taking are not 2 part | Only leaders are involved in decizion making for |Readiness for making changes iz 2 policy of the Change and risk-taking is part of the culture. Formal
of the culture and is not officially supported by | change. The staff has enthusiasm for new ideas and |lezders. A generl openness for change and risk- change management processes exist. The leaders and
the leaders. There is no formal process for or challenges and in principle risk-tiking and failure: | taking exists. Changes are zccepted and managed by | staff interact collaboratively with the change, The
understanding of change management. When 2 are tolerated. No formal process but small-scale 2 formulised process. Staff is involved in changes | company work towards driving radical and disruptive
process needs to change the staff, teams, and changes are managed rezctively, although the staff is| and mutual responsibility is promoted. Suggestions |innovations. Imnovation Management standards are
leaders are not engzged directly with and don't proactive and can tzke responsibility for new are encouraged and accepted at 2ll levels. Staff is implemented. Staff iz involved in 2 collaboration to
4.3. Attitudes (to change) understand their roles. There iz no projects and growth opportunities. The change- usually involred in the decision-making for low  |address the problems of changes. Performance
= communication about the change or trzining or | maker, followers, innovators, or stabilizers are still | risks and is keen to be trzined in creativity and indicators to measure rizk-taking and impact of the
support for clarification and the staff are not not enough well recognised and supported innoration management. changes are in place
engzeed with regarding the change. proactively.
13
14 4.00
15 0.50




A5. Vypocetni tabulka

10

11

12

13

14

15

16

17

18

19

20

21

22

A B (8 D E F
Calculation Sheet
Company name Test company
COMPONENT ELEMENT RESULT COMMENT
1. Leadership 0.92
1.1. Vision & setting objectives 0.50
1.2. Motrvation & tasks delegation 1.00
1.3. Feedback 1.25
2. Networks and partnerships 0.92
2.1. Internal collaboration 0.75
2.2 External collaboration 0.75
2.3. Commuuication and coordination; trust 1.25
3. Structure 0.67
3.1. Systems and processes 0.25
3.2. Roles 1.00
3.3. Functions 0.75
4. Culture 0.50
4.1. Information and knowledge (sharing & transfer) 0.25
4.2 Rules and values (motivation & commitment) 0.75
4.3. Attitudes (to change) 0.50




A6. Profil

hodnoceni — sloupcovy diagram

B C D E F G

Collaboration and Creativeness

Evaluation Profile - Bar chart

Company name  Test company

Components /Elements | Development Stage | Growth Stage
0.0 0.5 1.0 1.5 20
1. Leadership _ 092
——
1.1. Vision & setting objectives 050
——
1.2. Motivation & tasks delegation 1.00
——
1.3. Feedback i 125
| —
2. Networks and partnerships s 097
——
2.1 Internal collaboration i 075
——
2.2 External collaboration i 0.75
—_—
2.3. Communication and coordination; trust i 125
——
3. Structure 0.67
—
3.1. Systems and processes e 025
—
3.2. Roles 1.00
—
3.3. Functions i 0.75
——
4. Culture 0.50
——
4.1. Information and knowledge (sharing & transfer) 1 025
—
4.2. Rules and values (motivation & commitment) | 075
—
4.5. Attitudes (to change) 41 050
——
0.0 0.5 1.0 1.5 20

Maturity Stage Sustainability stage

n



A7. Profil hodnoceni- paprskovy graf

A B | C | D ‘ E F ‘ G ‘ H . I | J
2 Collaboration and Creativeness
3 Evaluation Profile - Radar diagram
4 Company name  Test company
5 ]
6 | Components/Elements =
7
e 35
9 ;
10 | 1 Leadership £ 3 :
11 | 2 Vision & setting objectives i 4 P4 v 2.5 4.
12 | 3- Motivation & tasks delegation ' o s ‘ g ‘,7"'»
13 | 4 Feedback &’

5. Networks and partnerships : ; \

[N
e
15

15 6. Internal collaboration

16 7. External collaboration

17 | 8- Communication and coordination; trust

18 9. Structure

19 | 10. Systems and processes

20 | 11-Roles \ / 3

21 12. Functions

22 13. Culture

23 | 14. Information and knowledge (sharing & transfer)

24 15. Rules and values (motivation & commitment)

25 | 16. Attitudes (to change)




