Eszkoztar az Egeészségért

Felhasznaloi utmutato

IN
CRE
MENTA

Innovation and creativity mentality
advancement in SMEs

Az itt bemutatott Onértékelési esz-
koztar célja a kreativitas €s az
egyuttmikodés értékelése a KKV-k
szervezeti fejlodésében az innovacio-
iranyitas altalanos szabvanya szerint.

Bevezetés

Az Eszkoztar célja:

Lehetdség megteremtése a KKV-k szdma-
ra, hogy jelentdsen javithassak innovacios
teljesitményiiket a kreativitdssal és
egyiittmiikodéssel foglalkozd eurdpai in-
novacié-menedzsment szabvanyok sze-
rint;

Gyors diagnosztikai eszkoz biztositdsa a
KKV-k szamara, hogy értékelhessék a
kreativitds- és egyiittmiikodés-kezelés
mindségét befolyasold kritikus eleme-
ket/jellemzdket;

KKV-k tulajdonosainak és/vagy vezetdi-
nek bevondsa a kreativitas- és egytittma-
kodés-kezelést érinté dontéshozatali fo-
lyamatok egyszerlien elvégezheté elem-
zésébe.
Az Eszkoztarat a vallalatok maguk is hasznal-
hatjak, vagy sziikség esetén tanacsadd vagy
mentor/kozvetitd segitségét is igénybe vehe-
tik.
Az értékelés révén, az erésségek és a javitasra
szorulo tertiletek elemzésével alaposan atgon-

dolhatok a vallalat kreativ és egytittmiikodési
tevékenységei.
A vallalat szervezeti fejlédésének négy f6 te-
riilete van, mely a kreativitds és egyiittmiiko-
dés szempontjabol értékelhetd:

1. Vezetés;

2. Halozatok és egyiittmtikodések;

3. Szerkezet;

4. Kultara

Minden  teriilet  tovabbi altertiletek-
re/alegységekre oszthatd, melyeket szempon-
toknak neveziink, ezekbdl teriiletenként 3,
Osszesen tehat 12 van (az elsé teriileten pl. 1.1.
Jovokép & célkitlizések meghatdrozasa; 1.2.
Motivacio és feladatok kiaddsa; 1.3. Visszajel-
zés.) Minden szempontot négyszintt skalan
(Fejlettség, Novekedés, Erettség és Fenntartha-
tosag) mutatunk be és értékeliink, négy allitas
alapjan. Minden allitas azt a legvaldszintibb
helyzetet igyekszik bemutatni a kreativitas és
egyuttmiikodés vonatkozdsaban, ami a valla-
lat adott fejlettségi szintjén varhato.



Ahhoz, hogy az értékelés valoban az aktualis
eredményeket tiikrozze, minden szempontot
értékelni kell, majd az eredményeket az érték-
el6 cellaban kell 6sszegytijteni.

Az Eszkoztar hasznalata valtoztatasra 0szton-
zi a tulajdonosakt és/vagy vezetOket, mert
bemutatja azokat a legfontosabb teriileteket,
ahol beavatkozasra van sziikség. Ezenkiviil
segit a vallalkozas bizonyos vonatkozasainak
javitdsaban az innovacio és novekedés fejlesz-

tése érdekében. Az Eszkoztar a KKV-k szama-

ra késziilt Innovacid-iranyitasi rendszer ut-
mutato kiegészitése. A legfontosabb fogalma-
kat, definiciokat és koncepciokat bemutato
Kreativitasi és egyiittm{ikodési utmutatokkal
egyiitt hasznalando, melyek az INCREMEN-
TA projekt minden eredményének alapjat
képez6 CEN/TS 16555: 5 és 6 szabvanyokra
éptilnek.

AZ ESZKOZTAR HASZNALATA

Az Eszkoztar a kovetkezd harom
részbdl all:

1. Egészségellendrzés keretrendsze-
re (4 Excel tablazat)

2. Szamitasi segédlet (1 Excel tabla-
zat)

3. Ertékeld profil (Diagnosztikai di-
agramok) - 2 Excel tablazat

A folyamat akkor lesz hatékony, ha a munka-
tarsak, érdekelt felek és a vallalattal kapcsolat-
ban allok valamennyien részt vesznek benne.
Mindenkinek egyedileg értékelnie kell a valla-
lat fejlettségi szintjét, majd a csoport megvitatja
az eredményeket és konszenzust alakit ki. A
vallalat miikodésének egyes szempontjaira
vonatkozo értékelés nem egyszer(i, mert a csa-
pattagok és az igazgatdtanacs tagjai a problé-
makat gyakran masképp latjdk. A keretrend-
szernek ez a latszolagos problémadja azonban

az eszkoztar erGsségévé tehetd, mert a vallalatrdl az egytittm(ikodés és kreativitads vonatkozasa-

ban igy ismerheté meg a valodi kép. A véllalat dinamikajat a csapat akkor less képes atlatni, ha

ezt az elemzést rendszeresen, pl. évente elvégzi.

AZ ERTEKELES FOLYAMATA

Elso lepés: Az egeszségellen-

Orzeés keretrendszerének

hasznalata

Tanulmanyozzuk gondosan az egész keret-
rendszert (Id. A1, A2, A3, A4) majd olvassuk
el az egyes részeket (szempontokat). Gondol-
kodjunk el rajta, hogy a négyes skalan hol tart
a vallalat fejlédése az adott szempont eseté-
ben. Ezutan olvassuk el figyelmesen a vonat-

koz¢ allitadsokat, és valasszuk ki a négy lehet-
séges szint koziil (f6 teriiletek) azt, amelyik
szerintiink legjobban megfelel a haladas aktu-
alis szintjének. Ezutdn irjuk be a valasztott
szamot a megfeleld (sarga) celldba. Az egész
eljarast ismételjiik meg a szervezeti fejlédés
mind a 12 szempontjara, melyek alapjan a
fejlettség egylittmtikodést és kreativitast érin-
t6 vonatkozasai értékelenddk. A pontszamok
megvalasztdsara és rogzitésére a négy f6 terii-
let egyikén az A1 melléklet mutat be példat
(1. Vezetés, A1 melléklet).




-

Masodik lépés: Eredmények

leolvasasa a Szamitasi se-
gédletbdl

Miutdn a szervezeti fejlddés mind a 12 szem-
pontra atolvastuk az allitadsokat, kivalasztot-
tuk a megfeleld szintet és kitoltottiik a tablaza-
tot, végezziik el a kovetkezd 1épést: olvassuk
ki az eredményt a Szamitasi segédletbdl (A5

Harmadik l1épés: Profil érté-
kelése és cselekvési terv a

javitashoz

A folyamatnak ebben a szakaszaban az ered-
mények vizualizalasaval létrehozzuk a valla-
lat profiljat (értékelési profil). A példakat az
A6 és A7 melléklet mutatja be.

Az eszkoztar kétféle grafikont kinal, az osz-
lopdiagramot és a pokhalo-diagramot.

melléklet). A rendszer minden egyes teriiletre
(1. Vezetés, 2. Hal6zatok és egytittmtkodések,
3. Szerkezet 4. Kultura) kiszdmitja a harom
szempont atlagat. Az A1 példanal maradva a
1.1. Jovokép & célkitlizések meghatdrozasa;
1.2. Motivacio és feladatok kiadasa; 1.3. Visz-
szajelzés szempontokra adott pontszamok
ugyanebben a sorrendben 0,5; 1,0 és 1,25 vol-
tak. Mint az A5 szamitasai alapjan lathato, az
“1. Vezetés” teriilet pontszama e harom
szempont-érték atlaga lesz, vagyis 0,92.

Az elemzés céljatdl fliggden barmelyik hasz-
nalhato.

Mivel az eszkoztarat a vallalat egyetlen mun-
katarsa vagy akar egy csapat is hasznalhatja
az Onértékelésre, a vezetésnek kell eldontenie,
hogy milyen értékelési folyamatot kivan
hasznalni, egyénit vagy csoportosat. A vallalat
tandcsado vagy kozvetitd szolgaltatasait is
igénybe veheti.

Az elemzés alapjan folytathatjuk a fontos terii-
letek az el8z6 1épésben megkezdett kivalasz-
tasat és sziikség esetén cselekvési tervet dol-
gozhatunk ki (Javitasi terv).

Nézziik at a lepéseket meg egyszer:
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Elso lepées: A vdllalat négy szervezeti teriiletét jellemzo fejlett-
ségqi szintek értékelése az egészsegellenirzes keretrendszerének

hasznalataoval!

Az egészségellendrzés keretrendszere Osszesen nyolc tablazatbdl all. Az értékelést a négy leg-

fontosabb szervezeti teriiletet 9sszefoglalé kovetkezé négy Excel tablazat segitségével kell el-
végezni: 1. Vezetés, 2. Halozatok és egytiittmiikodések, 3. Szerkezet 4. Kultura. Ld. a A1, A2, A3,

A4 mellékleteket.

Masodik lépes: A Szamitasi segedlet haszndlatdval vizsgaljuk
meg a 12 szervezeti szempontra adott pontszamokat!

Nyissuk meg a Szamitasi segédlet Excel tabla-
zatot, ahol a rendszer a négy legfontosabb
szervezeti teriiletre (1. Vezetés, 2. Halozatok
és egyiittmiikodések, 3. Szerkezet 4. Kultura)
Osszefoglalja és atlagolja a szempontokra
adott pontszamokat (A1-A4). Ez a vallalat
gyorsprofilja, mely az egyiittm(ikddés és krea-
tivitds szempontjabol Osszefoglalja az értéke-
lés eredményeit.

A 12 szervezeti szempont kapcsan az A1-A4
Excel tdblazatokba felvitt adatokbdl a Szami-
tasi segédlet altal automatikusan létrehozott
eredményekre mutat be példat az A5 mellék-
let.

Megjegyzés: Altalaban (az Eszkoztarnak eb-
ben a verzidjaban legaldbbis), a négy legfon-
tosabb teriilet szazalékos értéke kiilon-kiilon
mindig 25%, ettdl az érték csak specidlis ese-
tekben tér el.

A Szamitasi segédletben nem csak a legfonto-
sabb teriiletekre vonatkozo atlag szamithato
ki, hanem az A1-A4 tiblazatokban az
egészségellendrzés keretrendszerben meg-
adott adatok sulyozott értéke is kiszamithato
lesz majd. Ez az opcié a késébbi Eszkoztar

verzidkban lesz elérheto.

Harmadik lepés: Tanulmanyozzuk a vallalatunk értékelési pro-
filjat bemutatd diagnosztikai grafikonokat!

Nyissuk meg a két vonatkozd Excel tablazatot
(A6-A7 mellékletek), ahol a vallalat vizualizalt
profilja lathaté az egyiittm(ikodés és a kreati-
vitds vonatkozasdban. A mellékletek a példa-
beli vallalat profiljat mutatjadk be mely az Al-
A4 tablazatokban az egészségellendrzés keret-

rendszerben megadott adatokra alapul.




Megjegyzés: Az oszlopdiagram esetében fon-
tos tudni, hogy a késébbi verzidban eltérd
sulyozasok is haszndlhatéak lesznek majd.

A pokhalo-diagramnal ez a lehet6ség csak
akkor lesz haszndlhatd, ha minden tényezd
(mind a 12) kiilonb6z6 sulyozast kap.



MELLEKLETEK

A1l. Vezetés

A2. Halozatok és egytittmiikodések
A3. Szerkezet

A4. Kultura

A5. Szamitasi segédlet

A6. Ertékelési profil — oszlopdiagram

A7. Ertékelési profil — pokhalo-diagram



A1l. Vezetés

Az “1. Vezetés” fi teriileten a hdrom szervezeti szempont a kivetkezo:
Motivicio és feladatok kiaddsa; 1.3. Visszajelzés”. Erre az alabbi értékelések sziilettek: az 1.1 szempont csak 0,5 pontot
kapott, mert a szervezet ezen a téren a fejlédés korai szakaszdban van. Az 1.2 szempontndl a fejlettség valamivel magasabb (1,00
pontot érdemelt). A legmagasabb szintii fejlettség az 1.3 szempontnil volt tapasztalhaté 1,25 pont értékben.

A vilasztott pontszamok a sdrga cellikba keriiltek. Az “1. Vezetés” fo teriiletre kiszamitott dtlag 0,92 (Id. az A5 mellékletet).
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“1.1. Jovokép & célkitiizések meghatdirozdsa; 1.2.
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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:| 2%
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.
8 125 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
9 T O l 7 2 n the yellow bax onky one num 0 ith It 1. 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.
1.2. Motivation & tasks tasks are used only in project management. You are using tools such s the creativity and
de]egaﬁon collzboration scorecards and are actively working to

10

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 ¢ 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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A2. Halozatok és
egytittmukodeés
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egyiittmiikodés

A “2. Halozatok és egyiittmiikodés” fo teriileten a hdrom szervezeti szempont a kovetkezd: “2.1 Belsd
egyiittmiikodés”, “2.2 Motivicié & feladatok kiaddsa” és “2.3 Kommunikdcié & koordindcio;
bizalom”. Az értékelés a kovetkezok szerint alakult: a 2.1 szempont csak 0,75 pontot kapott, mert a szer-
vezet ezen a téren csak viszonylag fejlett; ugyanigy alakult a 2.2 szempont pontszdama is (0,75 pont). A 2.3
szempont esetében a fejlettség valamivel nagyobb szintii, az eredmény 1,25 pont. A “2. Halézatok és

" f6 teriiletre kiszamitott dtlag 0,92 (Id. az A5 mellékletet).
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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. Structure

A

A “3. Szerkezet” f0 teriileten a hdrom szervezeti szempont a kévetkezd:
“3.3 Funkciok”. Az értékelés a kovetkezok szerint alakult: a 3.1 szempont, mivel a fejlodés nagyon korai szakaszdban van,
csak 0,25 pontot érdemelt. A 3.2 szempont is alacsony fejlettségii, de a pontszdma jobb (1,0 pont). A 3.3 szempont a kettd
kozott helyezkedik el (0,75 pont). A “3. Szerkezet” f0 teriiletre kiszamitott dtlag 0,67 (Id. az A5 mellékletet).
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HEALTH CHECK EVALUATION FRAMEWORK (Collaboration & Creativity) - 3. Structure
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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

3.1. Systems and processes

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
mechanisms for setting up processes and fostering|
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.

$

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 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

collzboration activities and tasks are well formally assigned roles for innovation managy dards are impl ted. There is an evaluation

10

3.2. Roles

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 buziness functions

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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13

3.3. Functions

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
use them in the day to day problems solving.

¥

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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A “4. Kultiira” f6 teriileten a hdrom szervezeti szempont a kovetkezd: “4.1 Informdcié & tudds”, “4.2 Szabdlyok & értékek” és
“4.3 Hozzddllds”. Az értékelés a kovetkezok szerint alakult: Az alacsony fejlettséget mutaté 4.1 szempont esetében a pontszim 0,25
pont. A 4.2 szempont is alacsony fejlettségii, de a pontszima jobb ( 0,75 points). A 4.3 szempont a kettd kozott helyezkedik el (0,50
pont). A “4. Kultitra” f6 teriiletre kiszamitott dtlag 0.50 (Id. az A5 mellékletet).

A4. Culture
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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. Szamitasi segedlet
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A B 5 D E F
Szervezet neve Please input the name of the company on the Title page

OSSZETEVO ELEM EREDMENY MEGJEGYZES
1. Vazatés 0,00
1.1. Jovekép & célkitizézek meghaticoziza 0.00
1.2, Motiviad é= feladatok kiaddza 0.00
1.5. Viszzajelzée 0.00
2. Hdldzatok és egyiittmiikddés 0,00
2.1. Bel=6 egrittmikodés 0.00
2.2, Kiil=d egriittmiksdés 0,00
2.5, Kommunikinis és koordindeid, bizalom 0.00
3. Szerkezat 0,00
3.1. Rend=zerek &= folyamatok 0.00
3.2 Bzerepek 0.00
3.3. Funkeidk 0.00
4. Eulnira 0,00
4.1. Informinis és tudis (megosztis & dtadis) 0.00
4.2 Zzabdlvok és értékek (motivicio & elkotelezettzég) 0,00
4.3. Hozzédllic (a viltozizhosz) 0.00




A6. Ertékelési porfil — oszlopdiagram

w

ME~|an|n| &=

Szervezet neve

Osszatevdl/Elemek

=1

1. Vezetds

=
[=]
=

2. Jévdkip & célkitizések meghaticoziza

=
[=]
=]

3. Motivieio & feladatok kiadiza

=
=]
=]

4, Vizzzajelzézek

=
=]
=]

5. Haldzatok é= egviittmiikidézel

=
o
=]

6. Bel:d egriremilkeadés

=
=]
=]

7. Kiled egrirtmikades

=
[=]
=

8. Kommunikicio €: koordindcio, bizalom

=
[=]
=]

9, Szerkezet

=
=]
=]

10. Rend:zzerek é: folvamatck

=
=]
=]

11. Bzerepek

=
[=]
=]

12. Funkeick

=
=]
=]

13. Eulnira

=
[=]
=

14, Informdcio € tudds (megosztds O dtadds)

=
[=]
=]

1

L

Zzabdlvok €: értéhek (motivicio & elkdtelezettzéy)

=
=]
=]

16. Hozzdillis (2 viltozdshoz)

=
=]
=]

=]
=]

E F G
Egrittmikédés és kreativitds

Ertékelési szakasz - Oszlopdiagram

Please input the name of the company on the Title page

Fajletség |  Névekeddsi szakasz

1.0 1.3

Fenntarthardsdg

]

(=]

[



A7. Ertékelési profil — pokhal6 diagram
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Please input the name of the company on the Title page
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