Health-Check Toolkit

User Guide

Introduction

The Health-Check Toolkit is aimed at:

Creating opportunities for SMEs to signifi-
cantly improve their innovation perfor-
mance according to the European Innova-
tion Management Standards that concern
the creativity and collaboration manage-
ment.

Providing a fast track diagnostic of SMEs
that help them to assess the critical ele-
ments/characteristics affecting their crea-
tivity and collaboration management excel-
lence level;

Involving owners or/and managers of SME
in an easy-to-do assessment of their deci-
sion-making in the developing creativity
and collaboration environment in their
companies.

It may be used by the companies themselves, al-
ternatively it can be assisted by a consultant or
mentor/facilitator if there is a need.

The evaluation allows for in-depth reflection on
the functioning of the company in the creativity
& collaboration aspect of its activity by
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advancement in SMEs

This self-assessment toolkit is cre-
ated to assess the Creativity & Col-
laboration context of the organiza-
tional development of SMEs, within
the overall standards of innovation
management.

analyzing its strong points as well as areas
where it needs improvement.

There are four main areas/sections the organi-
sational development of a company can be eval-
uated in respect of its collaboration & creativity
context:

1. Leadership;

2. Networks & partnerships;

3. Structure;

4. Culture
Each section is divided into particular fields/
subsections called aspects (3 per section and 12
in total) e.g. 1.1. Vision & setting objectives; 1.2.
Motivation and delegating tasks; 1.3. Feedback.
Each aspect is described and rated on a four-
level scale (Development, Growth, Maturity,
and Sustainability), based on four statements.
Each statement attempts to reflect the most
likely situation that is expected in this stage of
the company's development in terms of collab-
oration & creativity.

In order that the evaluation process brings the

Innovation and creativity mentality



current results, each aspect must be evaluated
and the result respectively must be put in the
evaluation box.

The Health-Check provokes the owners or/and
managers to drive change by highlighting the
priority areas that need intervention. It will
also help them improve certain aspects of the
business to enhance innovation and growth. It

is a complementary part of the Innovation
Management System Guidebook for SMEs
and shall be used with the Creativity and Col-
laboration Guidebooks where the key terms,
definitions, and concepts are explained and
based on the standard CEN/TS 16555: parts 5
and 6 which constitute the foundations of all re-

sults of the INCREMENTA project.

HOW TO USE THE TOOLKIT?

The Toolkit consists of the following
three parts:

1. Health-Check Evaluation Frame-
work (4 Excel sheets)

2. Calculation Sheet (1 Excel sheet)

3. Evaluation Profile (Diagnostic di-
agrams) - 2 Excel sheets

In order for the process to be effective, staff
members, stakeholders and people connected
with the company, should be included in it. Eve-
ryone should individually assess the stage of
development of the company, then the whole
group debates it and agrees on the final decision
by consensus. The evaluation of particular as-
pects of the companies” operation is not as easy,
as team members and members of the Board of-
ten view the analyzed problem differently. This

apparent weakness of the Framework, however, can turn out to be a strong point of the tool as it

will allow obtaining a true picture of the collaboration & creativity context of the company. In

order to see the dynamics of the company, its team should be committed to repeating this assess-

ment exercise regularly, e.g. once a year.

THE PROCESS OF ASSESSMENT?

First step: Use the Health-
Check Evaluation Framework

You have to examine carefully the whole
framework (see A1, A2, A3, A4) and then start
reading section by section (aspect by aspect).
You have to first get an idea in what stage of
development (in what field of the four-level
scale) the aspect of the company organisational
profile is. After that, you should read carefully

the respective statements and choose one of the
four possible degrees (main areas) to which the
section is divided that in your opinion most
likely corresponds to the level of progress.
Then you should write down the selected num-
ber in the respective cell (in yellow). These ac-
tions have to be done consecutively for all 12
aspects of organisational development, by
which the collaboration & creativity context of
the development of the company is to be eval-
uated. An example of selecting and recording
the scores is shown for one of the four main ar-
eas/sections (1. Leadership) in annex A1).



Second step: Read the re-
sults in the calculation sheet

After you finish reading the statements,
choosing the proper degrees and filling the re-
spective score for all 12 aspects of the organi-
sational development, you should go to the
next stage - read the results in the Calculation
sheet (annex A5). Every single area from:

Third step: Assess the pro-
file and prepare action plan

for improvement

This stage of the process is profiling the com-
pany by depicting the results using graphical
visualization (evaluation profile). The exam-
ple is given on annexes A6 and A7.

The tool provides you with two types of dia-
grams - a bar graph and a radar diagram.
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1. Leadership, 2. Networks & partnerships, 3.
Structure, and 4. Culture is respectively evalu-
ated as an average of the values of the three
aspects that they include. Following the exam-
ple on A1, where for the aspect “1.1. Vision &
setting objectives" the score is 0.5; for the as-
pects “1.2. Motivation and delegating tasks”
and ”1.3. Feedback” the scores are respec-
tively 1.0 and 1.25, you can see in A5 that the
result for the main area “1. Leadership” will
be an average of the scores of these three as-
pects (or 0.92).

You can use both depending on the purpose
of the analysis.

Since the tool can be used for self-assessment
by one person from the company or by a
team, it is up to the management what kind of
assessment process to use - individual or
teamwork. The company may also engage a
consultant or facilitator.

Based on the analysis in this stage you can
continue with the selection of priorities areas,
highlighted in the previous stage; and devel-
opment of action plan, if needed (Improve-
ment plan).

o through these three steps:
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First: Evaluate the level of progress of the four organisational
aspects of your company using the Health-Check Evaluation

Framework.

Health check evaluation framework consists of eight sheets in total. You are asked to do the

evaluation in the following four Excel sheets for the four main organisational areas/sections: 1.
Leadership; 2. Networking & partnership; 3. Structure; 4. Culture. See annexes A1, A2, A3, A4!

Second: Look at the results of your rating of the 12 organisa-
tional aspects for your company in the Calculation sheet!

You are asked to open the Excel sheet Calcula-
tion sheet where you will see the summary of
the evaluated organisational aspects and their
average results for the four main areas: 1.
Leadership; 2. Networking & partnership; 3.
Structure; 4. Culture (A1 to A4). This is a fast-
track profile of the company that summarizes
the results of an evaluation in terms of collab-
oration & creativity.

There is an example of an automatically gener-
ated Calculation sheet (A5), based on the pre-
viously recorded in the Excel Sheets A1 to A4

scores for the 12 organisational aspects.

Note: In general (in this version of the Toolkit),
the percentage for all the four main areas is
equal to 25% and only in some specific cases
could be used different ones.

In the Calculation sheet, instead of computing
the average of the main areas, it is possible to
calculate a weighted value on the basis of the
figures set in the Health check evaluation
framework (A1 to A4). This is an option for the
future version of the Toolkit.

Third: Look at the Dingnostic diagrams, that represent the eval-

uation profile of your company!

You are asked to open the two Excel sheets (an-
nexes A6 and A7), where you will see the vis-
ual profile of the company in terms of collabo-
ration & creativity. These annexes represent
the profile of the exemplary company, that is
based on previously provided data in the
Health check evaluation framework (A1 to A4).

Notes: In the case of bar chart, it is important
to know that different weights foreseen for the
future version could be used.

For the radar diagram, this possibility could be
used only in case of different weights for every
component (12 in total).




ANNEXES

Al. Leadership

A2. Network in & partnership
A3. Structure

A4. Culture

Ab5. Calculation sheet

A6. Evaluation profile — bar chart

A7. Evaluation profile — radar diagram



In this main area “1. Leadership”, the three organizational aspects are as follows: “1.1 Vision & settings objectives”, “1.2
Motivation & 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 are on 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 is recorded in the respective yellow boxes. The calculated average result for “1. Leadership” will be 0.92 (see

A1l. Leadership

Ab).
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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
pe
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.
8 125 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
) T oI, é ! but in the yellow box only one num 0 ith It 1Is, 0.50
Staff are not motivated. There iz 2 common Achievements are noticed and recognised Staff members undertake tazks that go beyond their | There is 2 well-establiched collaborative and creative
feeling of not being useful for the company and | informally. There is 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 measures 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.
il tazks are used only in project ent. ‘ou are using tools such 2s the creativity
1.2. Modvation & tasks <k ed only in project managem Y sing tool 1 1z th ivity and
de]egaﬁon collzboration scorecards and are actively working to
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improve your performance.

11 0.25 0.75 ( 1.00 125 1.50 175 2.25 I 2.50 I 2.75 3.00 3.25 3.50 | 3.75 4.00
12 You ¢ ) ey Y ¢ 7 of ¢ and put in the yellow box: ondy on from o7 1 itd It . 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
existing monitoring mechanizms. Seszions with
feedback from the staff create 2 friendly
environment to creite openness and creztiveness.
Peedback iz used in the collaboration process to
measure staff effectiveness but not implemented a3
2 system.

1.3. Feedback

caze. There is no formal monitoring and
evaluation mechanizm related to the decision-
muaking process. Manly verbal feedback iz used.
There are very few formalised administrative
procedures where feedback is accepted.

and creativity. Managers and staff work togetherin 2
collaborative and creative environment. Staff
contribute to the clarification of prorities and
strategy, based on constructive feedback

established and supported by the company strategy.
Peedback is an intepral element of the MBO system.
KPI: for collaboration and creativeness are in place
and are based on feedback related to the desire for
innoration. You are using tools such 2s the creativity
and collaboration scorecards and are actively working!
to improve your performance.
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In this main area “2. Networking & partnership”, the three organizational aspects are as follows: “2.1

. Internal collaboration”, “2.2 Motivation & tasks delegation” and “2.3 Communication and co-

AZ. Netwo rkln g & p art_ ordmutmn.; trust”. You evaluated them as follows: for the asp.ect 2.1‘ the score is only 0.75 Pomts, as you
are on relatively advanced level of development; the aspect 2.2 is also in the same stage (receives 0.75

o points) and the aspect 2.3 is to some extent even better developed with 1.25 points. The calculated average

nerShlp result for “2. Networking & partnership” will be 0.92 (see A5).
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1 HEALTH CHECK EVALUATION FRAMEWORK (Collaboration & Creativity) - 2. Networks & Partnership

3 | Collaboration & Creativity Life Cycle Stages (Evaluation criteria)

4 |/ Resources Development Stage I Growth Stage Maturity Stage | Sustanable Stage

5 |MAIN AREA: 2. NETWORKS AND PARTNERSHIPS Weight for the measured area:| 2%

6 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 iz an open type of organization. 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  |internil competition coexists with 2 relatively low |opportunities to collaborate s 2 built-in or natural |innovation management standards. Staff spree 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
‘ to collaborate & rewarded for doing so.
7 N\
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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 engaged in 2 joint decizion-making

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. create external collabortive networking and muany intemational and local networks where the  |into the business plan and progress tracked. Partmers

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.  [used to complement core competencies, reduce

costs and bring complementary expertise.
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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 iz poor and trust is not created between | This supports intemal collzboration and creativity |understand. Staff are allowed time to think sbout | 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 proces: or to have conversations with others  |to clear, open communication has set the tone for
supported. St2ff may begin to feel dizassocizted | 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. Structure

In this main area “3. Structure”, the three organizational aspects are as follows: “3.1 System and processes”, “3.2 Roles”
and “3.3 Functions”. 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 1.0 points) and the aspect 3.3 is in
the similar stage with 0.75 points. The calculated average result for “3. Structure” will be 0.67 (see A5).
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HEALTH CHECK EVALUATION FRAMEWORK (Collaboration & Creativity) - 3. Structure

AU B W
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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 o acked 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
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2.50 2.75

4.00
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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.
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A4. Culture

In this main area “4. Culture”, the three organizational aspects are as follows: “4.1 Information & knowledge”, “4.2 Rules &
values” and “4.3 Attitudes”. You evaluated them as follows: for the aspect 4.1 the score is 0.25 points, as on very early level of de-
velopment; the aspect 4.2 is also in the same stage but better developed (receives 0.75 points) and the aspect 4.3 is in the similar stage
but with 0.50 points. The calculated average result for “4. Culture” will be 0.50 (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
e e
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 ¥
e
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 as 0 1% 7Eve1 of Srogress 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. Calculation sheet

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. Evaluation profile — bar chart

A B ci o | E | F | &= L]
2 Collaboration and Creativeness
3 Evaluation Profile - Bar chart
4 | COlTlpﬁllY name Test company
5 —
6 Components /Elements | Development Stage | Growth Stage Maturity Stage Sustainability stage
7 0.0 0.5 1.0 15 20 2’5 3.0 3= 40
; i |
10 | 1 Leadership 092
11 | 1.1. Vision & setting objectives | 050
12 | 1.2. Motivation & tasks delegation || 1.00

3 N | i 1.25

13_ 1.3. Feedback T
14 | 2. Networks and partnerships 0.92
15 | 2.1 Internal collaboration || i 075
16 | 2.2. External collaboration | i 0.75

1 | —
17 | 2.3. Communication and coordination; trust | i 125
18 | 3. Structure 0.67
19 | 3.1. Systems and processes | 025

3.2 | 1.00

20 | 3.2. Roles |
21 | 3.3.Functions | i 0.75
22 | 4. Culture 0.50
23 | 41 Information and knowledge (sharing & transfer) | 0.25
24 4.2. Rules and values (motivation & commitment) [ 1 075

— L _____J
25 | 4.3. Attitudes (to change) 0.50
27 0.0 5 1.0 1.5 20 3.0 4.0




A7. Evaluation profile — radar diagram

A B c| D | E : F | G
2 Collaboration and Creativeness
3 Evaluation Profile - Radar diagram
4 Company name  Test company
5 4
6 | Components/Elements =
7 3.5
= :
10 | 1 Leadership £ 3
11 | 2 Vision & setting objectives ya ‘ P P 25..
12 | 3- Motivation & tasks delegation ' __ § 4 \ 2.
13 | 4 Feedback

14 | 5. Networks and partnerships J ; \

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 , S

21 12. Functions

22 13. Culture

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

24 15. Rules and values (motivation & comnutment)

25 | 16. Attitudes (to change)




