Zestaw narzedzi do samooceny

Podrecznik uzytkownika

Wprowadzenie

Zestaw narzedzi do samooceny ma na celu:

Tworzenie mozliwosci znaczacej poprawy
wynikéw MSP w zakresie innowadji zgod-
nie z europejskimi standardami zarzadza-
nia innowacjami w obszarze kreatywnosci i
zarzadzania wspdtpraca.
Zapewnienie narzedzi szybkiej diagnostyki
dla MSP, ktdra umozliwia ocene kluczo-
wych elementow/cech majacych wptyw na
kreatywno$¢ oraz efektywnos¢ w zarza-
dzaniu wspoétpraca;
Zaangazowanie wlascicieli i/lub menedze-
réw MSP w prosty do wykonania proces
oceny ich wlasnego procesu decyzyjnego,
w rozwijajacym si¢ Srodowisku kreatywno-
$ci i wspdtpracy w ich firmach.
Firmy moga korzysta¢ z niego samodzielnie, a
w razie potrzeby, przy wspolpracy z konsultan-
tem zewnetrznym, mentorem lub moderato-
rem.

Ocena ta umozliwia glebsza refleksje na temat
funkcjonowania firmy w aspekcie kreatywnosci
i wspotpracy, poprzez analize jej mocnych
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Zestaw narzedzi do samooceny po-
wstat na potrzeby oceny kreatyw-
nosci i wspolpracy w rozwoju orga-
nizacyjnym MSP w ramach ogdl-
nych standardow zarzadzania inno-
wacjami.

stron, a takze obszaréw, ktére wymagaja po-
prawy.
Istnieja cztery glowne obszary/sekcje rozwoju
organizacyjnego firmy, ktéry mozna oceni¢ pod
katem wspotpracy i kreatywnosci:

1. Przywodztwo;

2. Networking i wspotpraca partnerska;

3. Struktura;

4. Kultura

Kazda sekcja zostata podzielona na poszcze-
golne pola/podsekcje zwane aspektami (3 na
sekcje, tacznie 12), np. 1.1. Wizja i wyznaczanie
celow; 1.2 Motywowanie i delegowanie zadan;
1.3 Informacja zwrotna. Kazdy aspekt zostat
opisany i oceniony na czteropoziomowej skali
(rozwdj, wzrost, dojrzatos¢ i zréwnowazony
rozwoj), na podstawie czterech stwierdzen.
Kazde stwierdzenie jest probg odzwierciedlenia
najbardziej prawdopodobnej sytuacji, spodzie-
wanej na tym etapie rozwoju firmy pod wzgle-
dem wspotpracy i kreatywnosci.

Aby proces oceny odzwierciedlat

Innovation and creativity mentality



biezace wyniki, kazdy aspekt musi zosta¢ oce-
niony, a wynik odpowiednio umieszczony w
polu oceny.

Dokonana ocena prowokuje wtascicieli lub kie-
rownikow firmy do wprowadzania zmian,
podkreslajac obszary priorytetowe wymaga-
jace interwencji. Ocena ta pomaga rowniez
ulepszy¢ niektdére aspekty dziatalnosci w celu

zwiekszenia wzrostu i innowacyjnosci. Niniej-
szy dokument stanowi uzupelnienie Przewod-
nika po systemie zarzadzania innowacji dla
MSP i powinien byé stosowany wraz z Pod-
recznikami Kreatywnosci i Wspotpracy, w kto-
rych wyjasniono kluczowe terminy, definicje i
pojecia, w oparciu o norme CEN/TS 16555: cze-
Sci 51 6, ktére stanowia rezultat Projektu IN-

CREMENTA.

JAK KORZYSTAC Z NARZEDZI?

Zestaw narzedzi skiada sie z trzech na-
stepujacych czesci:

1. Ramowa ocena dziatalnosci firmy (4
arkusze Excela)

2. Arkusz kalkulacyjny (1 arkusz Excel)

3. Profil oceny (wykresy diagno-
styczne) - 2 arkusze programu Excel

Aby proces byt skuteczny, nalezy zaangazowac
pracownikow, interesariuszy i osoby zwigzane
z firma w jego realizacje. Kazdy z uczestnikow
powinien indywidualnie oceni¢ etap rozwoju
firmy, po czym cala grupa uczestniczy we
wspolnej debacie i uzgadnia ostateczna decyzje
w drodze konsensusu. Ocena poszczegolnych
aspektow funkcjonowania firmy nie jest fatwa,
poniewaz czlonkowie zespotu i cztonkowie za-
rzadu czesto postrzegaja analizowany problem

inaczej. Ten aspekt stanowi pozorna stabo$¢ systemu, moze jednak okazac si¢ mocna strona tego

narzedzia, poniewaz pozwoli uzyska¢ prawdziwy obraz kontekstu wspdtpracy i kreatywnosci

firmy. Chcac uzyskac obraz dynamiki firmy, jej zespo6t powinien regularnie powtarzac procedure

oceny, np. raz w roku.

PROCES OCENY?

Pierwszy krok:
Skorzystaj z ramowej oceny

dziatalnosci firmy

Zapoznaj sie dokfadnie z calg strukturg bada-
nia (patrz A1, A2, A3, A4), anastepnie rozpocz-
nij czytanie sekcja po sekcji (aspekt po aspek-
cie). Najpierw musisz dowiedzie¢ sie, na jakim
etapie rozwoju (na jakim polu w czteropozio-
mowej skali) znajduje si¢ Twoja organizacja.

Przeczytaj odpowiednie stwierdzenia i wy-
bierz jeden z czterech mozliwych stopni (gtow-
nych obszaréw), na ktdre podzielona jest sek-
cja, ktéora Twoim zdaniem najprawdopodob-
niej odpowiada poziomowi rozwoju. Nastep-
nie zapisz wybrana liczbe w odpowiedniej ko-
morce (w kolorze z6ttym). Wykonaj te czynno-
Sci kolejno dla wszystkich 12 aspektow roz-
woju organizacji, za pomoca ktdérych nalezy
ocenia¢ kontekst wspolpracy i kreatywnosci
rozwoju firmy. Przyklad wyboru i zapisywa-
nia wynikow zostatl pokazany na podstawie



jednego z czterech gtéwnych obszaréw/sekgcji
(1. Przywodztwo) w zataczniku Al).

Krok drugi:

Odczytaj wyniki w arkuszu

kalkulacyjnym

Po przeczytaniu danych stwierdzen, wyborze
odpowiednich stopni i wypelnieniu punktacji
dla wszystkich 12 aspektéw rozwoju organi-
zacyjnego, przejdz do nastepnego etapu -
przeczytaj wyniki w Arkuszu kalkulacyjnym
(zatacznik A5). Kazdy pojedynczy obszar spo-
$rod sekgji: 1. Przywddztwo, 2. Networking i

Krok trzeci: Ocen profil i
przygotuj plan naprawczy

Ten etap procesu stanowi profil firmy, przed-
stawiajacy wyniki za pomocg wizualizacji gra-
ficznej (profil oceny). Przyktad podano w za-
tacznikach A6i A7.

Niniejsze narzedzie zawiera dwa typy diagra-
mow - wykres stupkowy i diagram radarowy.

wspotpraca partnerska; 3. Struktura, i 4. Kul-
tura jest odpowiednio oceniany jako srednia
wartosci trzech aspektow, ktore obejmuja.
Idac za przykiladem A1, gdzie dla aspektu
,1.1. Wizja i wyznaczanie celow” wynik wy-
nosi 0,5; dla aspektow,,1.2. Motywowanie i
delegowanie zadan” i ,1.3. Informacja
zwrotna” wyniki wynosza odpowiednio 1,0 i
1,25, jak pokazano w sektorze w A5, wynik
dla gléwnego obszaru , 1. Przywodztwo” be-
dzie srednia wynikéw tych trzech aspektow
(lub 0,92).

W zaleznosci od celu analizy mozna uzy¢ obu
z nich.

Narzedzie moze by¢ stosowane do wykony-
wania samooceny zaréwno przez jedna osobe
z firmy, jak i caly zespot. Od kierownictwa za-
lezy wiec jakiego rodzaju procesu oceny uzy¢
- indywidualnego czy zespotowego. Firma
moze rowniez zaangazowac konsultanta lub
moderatora procesu.

Na podstawie przeprowadzonej analizy na
tym etapie mozna kontynuowac wybodr obsza-
row priorytetowych, wyréznionych w po-
przednim stopniu; oraz opracowanie planu
usprawnien, w zaleznosci od potrzeb.

Poznaj proces trzech krokow:
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Pierwszy: Ocen poziom zaawansowania czterech aspektow or-
ganizacyjnych Twojej firmy za pomocq Ramowej oceny dzialal-

nosci firmy.

Ramowa ocena dziatalnosci firmy obejmuje w sumie: osiem arkuszy. Zostaniesz poproszony o

dokonanie oceny stosujac cztery arkusze programu Excel do potrzeb analizy czterech gtéwnych

obszardéw/sekcji organizacyjnych: 1. Przywodztwo; 2. Networking i wspdtpraca partnerska; 3.
Struktura; 4 Kultura. Patrz zaltgczniki A1, A2, A3, A4!

Drugi: Spojrz na wyniki swojej oceny 12 aspektow organizacyj-
nych Twojej firmy w Arkuszu kalkulacyjnym!

Zostaniesz poproszony o otwarcie Arkusza
kalkulacyjnego programu Excel gdzie zoba-
czysz podsumowanie ocenianych aspektow
organizacyjnych i ich $rednich wynikéw dla
czterech gltéwnych obszaréw: 1. Przywodz-
two; 2. Networking i wspolpraca partnerska; 3.
Struktura; 4 Kultura (A1 do A4). Jest to szybki
profil firmy, ktéry podsumowuje wyniki
oceny w obszarze wspotpracy i kreatywnosci.
Zawiera przyklad automatycznie generowa-
nego arkusza kalkulacyjnego (A5), na podsta-
wie wczesniej zapisanych wynikow w arku-
szach Excel A1 do A4 dla 12 aspektéw organi-
zacyjnych.

Uwaga: Ogdlnie (w tej wersji zestawu narze-
dzi) ilos¢ procent wszystkich czterech glow-
nych obszarow wynosi 25% i tylko w niektd-
rych szczegolnych przypadkach mozna zasto-
sowac inne.

W Arkuszu kalkulacyjnym, zamiast obliczac¢
$rednia z gtéwnych obszaréw, mozna obliczy¢
warto$¢ wazong na podstawie liczb okreslo-
nych w Ramowej ocenie dziatalnosci (A1l do
A4). Jest to opcja dla przyszlej wersji zestawu
narzedzi.

Trzeci: Spojrz na Wykresy diagnostyczne, ktore reprezentujg

profil oceny Twojej firmy!

Zostaniesz poproszony o otwarcie dwdch ar-
kuszy Excela (zatacznikéw A6 i A7), w ktorych
zobaczysz profil firmy pod wzgledem wspot-
pracy i kreatywnosci w formie wizualnej. Po-
nizsze zataczniki reprezentuja profil przykta-

dowej firmy oparty na wczesniej dostarczo-
nych danych w Ramowej ocenie dziatalnosci
(A1 do A4).




Uwagi: W przypadku wykresu stupkowego
mozna zastosowac rozne wagi przewidziane
dla przysztej wersji.

W przypadku schematu radarowego te mozli-
wos¢ mozna wykorzystac¢ tylko w przypadku
roznych wag dla danego elementu (lacznie 12).
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Al. Przywodztwo

1.2 Motywacja i delegowanie zadan

o

W obszarze ,, 1. Przywodztwo” wyrozniono trzy nastepujgce aspekty organizacyjne: ,, 1.1 Wizja i ustalanie celow”,
i,1.3 Informacja zwrotna”. Dokonates nastepujacej oceny: dla aspektu 1.1
wynik to tylko 0,5 punktu, jak na poziomie wczesnego rozwoju; aspekt 1.2 jest w pewnym stopniu bardziej zaawanso-
wany (1,00 punkt), a aspekt 1.3 jest najwyzej rozwiniety, poniewaz znajduje sie w fazie wzrostu z 1,25 punktu.
Wybrany wynik jest zapisywany w odpowiednich zéttych polach. Obliczony $redni wynik dla obszaru , 1. Przywodz-
two” wyniesie 0,92 (patrz A5).

involrement of the staff. Staff execute decisions
but are not ble to influence them. Terms like
innovation, creativity and collaboration are
mentioned but there is no real plan to implement
them.

depending on how open their managers are, but
they hare little formal input. Concepts of
innovation, creativity and collaboration are
considered important and there are high lerel plans|

are 2ll included in the company strategy which was
developed using 2 creative and collabonative
process. Individual staff are making attempts to
introduce innovation, creativity and collzboration
within the company.
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1 |HEALTH CHECK EVALUATION FRAMEWORK (Collaboration & Creativity) - 1. Leadership
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 activities | creativity and collaboration 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

innovation lezder. You and other management
actively promote creativity and innovation. You are
using tools such 2: the creativity scorecard and
collzboration scorecard and are zctively working to
improve your performance.

7 to implement them.
8 0.25 K 0.50 D 0.75 I 1.00 125 l 1.50 175 I 2.00 2.25 I 2.50 I 2.75 3.00 3.25 3.50 I 3.75 4.00
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1.2. Motivation & tasks
delegation

Staff are not motivated. There is 2 common
feeling of not being uzeful for the company and
being bumt-out. There is little or no recognition
of staff performance a: 2 policy. Tazk allocation is
incidental and depends on the culture and
experience of individual managers.

Achievements are noticed and recognized
informally. There is no official motivation and
appraizal system. Staff members only undertske the
tasks listed in their job description. Certain
measures to nurture entrepreneurial and innovative
thinking and collaboration exist. The delegating
tasks are used only in project management.

Staff members undertake tasks that go beyond thy
job description. The company has identified and
2pplied best practices to motivate the staff and track
progress and results in terms of collaboration and
creztivity. Stff often self-choose task: and staff
success is formally noted and celebrated.

There is 2 well-established collaborative and creative
environment. Formal procedures for allocating tazks
and encouraging employees to appraise their
achievements are well used. All staff members feel
fully appreciated. Creativity and collaboration are
actively rewarded.

You are using tools such s the creativity and
collzboration scorecards and are actively working to
improve your performance.

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 3.25 3.50 | 3.75 4.00
12 You are ¢ 0 G : asbect of ¢ in 1t box: o from ome of 1 with It i 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 mechanism related to the decizion-
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.

13
14 | 200 225 250 | 27 4.00
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A2. Networking i
wspolpraca partnerska

A

B | € | D |

E |

W obszarze ,2. Networking i wspolpraca partnerska”, trzy aspekty organizacyjne sq nastepujqce: ,,2.1
Wspotpraca wewnetrzna”, ,2.2 Motywacja i delegowanie zadan” i ,,2.3 Komunikacja i koordy-
nacja; zaufanie”. Dokonates nastepujgcej oceny: dla aspektu 2.1 wynik to tylko 0,75 punktu, poniewaz
jestes na stosunkowo zaawansowanym poziomie rozwoju; aspekt 2.2 jest rowniez na tym samym etapie
(0,75 punktu), a aspekt 2.3 jest jeszcze lepiej rozwiniety 1,25 punktu. Obliczony Sredni wynik dla zakresu
,,2) Networking i wspdtpraca partnerska” wynosi 0,92 (patrz A5).
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HEALTH CHECK EVALUATION FRAMEWORK (Collaboration & Creativity) - 2. Networks & Partnership

Collaboration & Creativity Life Cycle Stages (Evaluation criteria)

/ Resources Development Stage | Growth Stage Maturity Stage | Sustanable Stage
MAIN AREA: 2. NETWORKS AND PARTNERSHIPS Weighr for the measured area:| 5%
Aspect / Component Statements Statements Statements Statements

2.1. Internal collaboration

Company is 2 closed type of organisation which
lacks 2 collzboration infrastructure and intensity.
Collzboration occurs mainly in project teams. Staff]
tend to share the work they do only when acked
for it. Conversations and joint efforts across
departmental boundaries are difficult. Low
collaboration coexists with 2 low level of internal
competition, which does not stimulate creativity
and idez generation. Staff are not actively
encouraged or rewarded for collaboration.

¥

All staff do not have 2 clear position within 2 group!
and their roles are not clearly related. Functional
teams exist, but team roles are often unclear and
govermnce structures are vague. The outcomes of
collaborative efforts are often shared but only
upon request. The teams often share work after
initizting or completing projects. The high level of
internal competition coexists with 2 relatively low
level of collaboration, but this encourage: some
creztivity and openness.

Decisions begin to be taken on basis of clear
criteriz developed and understood by staff. The
culture includes creativity and design thinking.
Cross-functional teams work on open innovation
mode.

The staff and teams routinely revisit and debate the
outcomes of their collaborative efforts. They seek
opportunitie: to collaborate 2: 2 built-in or natural
part of their planning. The internal collaboration
and 2 low level of competition are nearly balanced.

Company is an open type of organisation. All staff
members: participate in decizion-making process.
Well-balanced internal competition with
collaboration is in place. Teams zhare work and
effectively connect with additional project groups.
The owners and top management promote best
practices for working together, based on the
innovation management standards. St2ff spree on
shared intentions, understand what success means,
hare 2 shared level of engagement and establish
common goals by negotiation. Staff are encourzged
to collaborate & rewarded for doing so.
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2.2. External collaboraton

There is little or no real experience in
collaborating with external stakeholders and
parmers. Relationship between the company and
some external organisations are tense. The
founders do not understand the open innoration
concept well and do not support external
collaboration.

External collzaboration is occasional an

d related to
specific tasks and projects. The partmerships are 2
reaction to perceptions and not well thought
through or chosen. There is no proactive approach
for external collaboration on 2 broader scale. One

person or unit are engaged in formal work to
create external collabortive networking and
allimces. The planning of collaboration is top-
down. Some managers begin understinding the
role of openness.

Extenul collaboration is frequent and usually bazed)
on top management decisions. Company has
contracts with key decision-makers and has
establiched communication channels with main
stikeholders. Collaboration iz becoming an
essential part of the innovation strategy. There are
many intemational and local networks where the
company iz 2 member and their role and impact are
growing. Open innovation zpproach is
acknowledged by most of the managers and staff.

External collzboration is formalized 23 2 system.
Stakeholders are engaged in 2 joint decizion-making
process based on the principles of open innovation.
The company is part of the local business
community through diverse initiatives and networks.
The external collaboration strategies are integrated
into the business plan and progress tracked. Partmers
are carefully chosen on the grounds of what they
bring to the partership. External collaboration iz
used to complement core competencies, reduce
costs and bring complementary expertise.

11
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2.3. Communication and
coordination; trust

Company is not an open organisation. The
miszion is interpreted in different languages.
Communication and problem solving are not
transparent. Teams have difficulty aligning their
work with 2 common purpose. There ire few
establizhed communication channels and 2 low
level of coordination exists. As 2 result, duplicate
work iz often carried out, communicztion
efficiency is poor and trust iz not created between
staff. Creativity and collaboration are not
supported. Staff may begin to feel dizassociated
with the company 25 2 whole, lezding to attrition.

Staff members unite to define ralues, knowledge,
expertise, and principles. Communication is
partially formalized through established business
processes and supported by communication tools.
Some staff feel comfortable sharing thoughts and
opinion: in familiar domains. There is 2 shared
space for project management. A common
linguage for the organisation is partially formed.
This supports intermal collzboration and creativity
to some extent. There are first steps in building up
formal communication channels and increasing
trust.

There are regular meetings between leaders and
staff members. Formal communication channels
serve decision making and information flow. You
have 2 zet of tool: to support communication
including thosze to share tacit information,
expertise, and knowledge. Staff feel comfortable
sharing their thoughts and opinions and provide
zdequate context for helping new staff members
understand. Staff are allowed time to think about
the process or to have conversations with others
that might generate some insight or spark some
ideas.

Open organisation is in place. There is 2 system for
measuring the effectiveness, and efficiency of the
communication. A high level of coordination bazed
on formal channels is zchieved. Shared experience,
tacit information, and values serve decision-making,
conflict resolution, and assessment processes among
staff members and manzgers. A common language is
created. Various forms of open innomation are in
place. Trust is everywhere. The lezder's commitment
to clear, open communication has set the tone for
his or her team and organization.
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A3. Struktura

W obszarze , 3. Struktura”, trzy aspekty organizacyjne sq nastepujgce: ,3.1 System i procesy”, ,3.2 Role” i ,3.3 Funk-
cje”. Ocenites je w nastepujacy sposob: dla aspektu 3.1 wynik to tylko 0,25 punktu, poniewaz jestes na bardzo wczesnym
etapie rozwoju; aspekt 3.2 jest rowniez na tym samym etapie, ale jest lepiej rozwiniety (1,0 punkt), a aspekt 3.3 znajduje sig
na podobnym etapie z 0,75 punktu. Obliczony Sredni wynik dla zakresu wynosi ,3) Struktura” stanowi 0,67 (patrz 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

1

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

p 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.
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There is an informal definition of roles for
innovation management, creativity, and
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

The roles for coordinztion of crestivity amnd
collzboration activities and tasks are well

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

There is 2 holistic approach with clearly and

An innovation management system is developed and
dards are impl ted. There is an evaluation

formally assigned roles for innovation managy
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.
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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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W obszarze ,4. Kultura”, trzy aspekty organizacyjne sq nastepujqce: ,,4.1 Informacje i wiedza”, ,4.2 Zasady i wartosci” i ,,4.3
Postawy”. Ocenites je w nastepujgcy sposob: dla aspektu 4.1 wynik to 0,25 punktu, jak na bardzo wczesnym etapie rozwoju; aspekt
4.2 jest rowniez na tym samym etapie, jest jednak lepiej rozwiniety (0,75 punktu), a aspekt 4.3 jest na podobnym etapie, ale z 0,50
punktu. Obliczony sredni wynik dla zakresu wynosi ,4) Kultura” wynosi 0,50 (patrz A5).

A4. Kultura

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.
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9 You combanm § put i on only one wimber from one with 5t 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.
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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.
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Ab5. Arkusz kalkula-
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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 oceny - wykres stupkowy

A B D . E . F H | J K
2 Collaboration and Creativeness
3 Evaluation Profile - Bar chart
4 Company name  Test company
5 -
6 Components /Elements | Development Stage | Growth Stage Maturity Stage Sustainability stage
7 0.0 0.5 1.0 1.5 25 3.0 3.5 4.0
; : |
10 | 1 Leadership 092
11 | 1.1. Vision & setting objectives ||—l 050
12 | 1.2. Motivation & tasks delegation || 1.00

3 - | 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 | 1 1.25
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

i _ | —
25 | 4.3. Attitudes (to change) | 050
27 0.0 5 1.0 25 3.0 3.5 4.0




A7. Profil oceny - wykres radarowy

A B cl b | E | F | @6
2 Collaboration and Creativeness

Evaluation Profile - Radar diagram

4 Company name  Test company

5 -

6 | Components/Elements S
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10 | 1 Leadership & 3

11 | 2 Vision & setting objectives v ‘ p 4 o3 e Gy
12) 3. Motivation & tasks delegation P # e ; \ B
13 | 4 Feedback
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5. Networks and partnerships ; \

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)
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