What hinders creativity?

What enhances creativity?
Organizational Climate Checklist
Insights from previous public sector workshops
1. Supportive Co-Workers - trust fellow workers & willingness to help earn other - diverse range of expertise – constructively challenge each other’s work, trust and help each other, and feel committed to the to the work they are doing. 

As part of a team meeting, individuals identify what, for them, makes a supportive environment or detracts from it. “What establishes trust and what destroys it?”

Mix work groups in order to share learning experiences.

As a manager encourage ideas and be supportive, lend credibility to the ideas. Allowing employees to provide input into decisions and have no preconceived notions of where you want to go.

Provide the opportunity to share work, ideas, problems, solutions (e.g. conference, learning events to allow employees to build relationships).

Celebrate the successes of the team. It doesn’t have to be something big, can be coffee, cake, etc.


2. Access to Resources - access to appropriate resources, funds, people, information, facilities - time to work on new projects and budget - no unreal deadlines. 

Create an inventory/directory of skills that reside in a particular group so that other can tap into it.

Have ‘quite’ space available to allow individuals to concentrate on a specific project.

Web based training.

Internet.

Support from senior management.

Prioritize.

Bang-for-buck.

Avoiding facts – things not necessarily needed.

Sharing facilities and equipment.

Business case.

Put the specific issue out in advance to give time to think about, research, etc.

Plan/hold a regular creative event.

Suggestion box.

Corporate support.

Resource library.

Training facilities.

Training and learning advisors.

Access to website.

Liaison with other departments.

Credit/merit for ideas – constructive feedback on results.

Free evaluation process.

Initial ‘idea’ meetings chaired by resource vs. supervisors – to get larger buy in by minimizing ‘negative’ impacts on evaluation.

Promoting our current resources by increasing employee awareness by using methods such as including information in new employee orientation, tours of library and internet café.

If someone has found a good resource (information) have them submit their feedback to our local newsletter or intranet.

Providing an internal listing of ‘subject matter experts’ to staff (utilize people resources).

Make the resources easily accessible (e.g. Books, videos, internet, software) and up to date. The environment has to be inviting and allow for the information exchange (not your office).

Make sure there is sufficient fund and time to access the resources which are provided.

Ensure that the resources are what is required by the employees. Ask them what they need and how they would like to access those resources.


3. Challenge - opportunity to do important and intriguing work increased - matching skills and desires to the projects at hand. People would say, “I feel challenged by the work I am currently doing”. 
Spread the opportunity to tackle an important and/or intriguing project to a wide audience. Don’t just keep asking the same people. Show trust.

Acting positions – rotate equally.

Opportunity lists – people wanting to do project work.

Creativity – multitasking, grooming, increases competencies, self esteem, financial, new breath.

Workload rotation (e.g. Trust examines) – dealing with complex legislation/travel opportunities.

Avoid favoritism (perception) – everybody gets a chance/pick name from a hat.

Don’t want the opportunity – positive persuasion/time off/time charged to files.

Recognition/acknowledgement to staff who have met the challenge.

Promotional opportunity.

Give gifts to new and challenging work.


4. Freedom – is the control over the process to accomplish the tasks you have to do - accountable for results but freedom to consider how best to achieve the results. 

Set objectives and measure performance on results only.

Free access to resources and tools.

Trust people with resource pool.

Acknowledgement attempts, not just results.

As a leader leave ‘the how’ up to the individual employee.

Create the opportunity by dedicating a portion of team meetings for team members to share new ideas/identify restrictions.

Let staff configure their work environment to their own needs.

Acknowledge input of staff by management.

Don’t micro manage, but be supportive.


5. Supervisors - sets clearer goals and communicates them well - on going recognition of initiative, encourage and support, values individual contribution, serves as a intelligent, enthusiastic role model - walks the talk.

All managers (up to DM) to proactively communicate contents of their performance agreement to staff.

360◦ feedback for supervisors.

Interpret client feedback into performance evaluation.

Measure supervisors on innovation and coaching of staff.

Teams and supervisors have the training so they can speak the same language and then implement modern technologies.

To build credibility to implement some of the early suggestions.

Supervisor should focus on things on their parameters/control.

Leadership development.

Courses for supervisors and the innovators to help people to articulate and pitch their ideas.

Coaches/facilitators to work with people to develop ideas.

Allow recognition of support for innovation.

Without supervisor’s support (formal channels for recognition).

Accountable to boss – supervisor expected to be a role model.


6. Creativity supports - encouragement & support from leader more often - actions in line with values – mechanisms exist to foster the development of new ideas, also leadership for innovation.

Create cross-unit innovation circles (i.e. to brainstorm specific problems/issues).

Open communication – free communication between all members of the team – information sharing.

Framework for managing ideas – discussion and follow up sessions, feedback – explanations of decisions, allow for development of ideas.

Policies for team diversity/developmental assignments/rotation – skill level, difference disciplines.

Provide forum to input everyday ideas within the work sections.

Provide regular forum (time) of employee’s to create/discuss ideas.

Provide this ‘training’ to all staff so they are prepared for idea creation.

Recognize innovation, share ideas.

Encourage behavior (informal rewards).

Formal recognition program.

Focus on the behavior (openness to new ideas) not simply on the result.

Corporate commitment – consistent demonstration.

Create the space – provide ‘permission’, coaches to develop and enhance ideas, props.

Safe location, time available.


7. Recognition - provide fair, constructive feedback on work, leading to appropriate rewards & recognition for creativity, initiative and personal commitment. Recognize skills as well as interests. 
Reward creative behavior with creative opportunities (e.g. Buy a book on creativity for them, support art classes).

Reward publicity.

Build recognition into learning plans and personal performance plans.

Create a position called “Creativity/Innovations Champion” either full-time or on a rotating basis.

Constructive feedback on work – leaching to appropriate recognition and reward of good efforts.

Interests and skills recognized.

Positive feedback/timely/secure.

Clear/precise rules for rewards (gifts).

Personal/appropriate to the individual.

Performance assessments – genuine effort.

Ongoing/regular one-on-ones.

Monthly meetings with individuals.

Promote terms to indeterminate.

Awards/recognition for new ideas.

Feedback (regular) from team leader and/or teams members (two way).

Innovation development – training methodologies, innovation development opportunities.

Representation wide range.

Committee to initiate the project (organize).

Set reasonable guidelines, promote creativity and exceptional work.

Management support (upper).

Funding/resources.

Internal communications.

Nomination system – guidelines.

Share best practice – justification approval process.

Appreciation day – more intimate.

Create a reward and recognition program that awards monetary or gift award for creative or innovative ideas.

Instant awards – having awards available to give out at the discretion of the manager (e.g. $100 gift certificate).

Thank you cards that can be sent to anyone by anyone immediately. This would take it to the lower levels. Individual thing.


8.Unity & Cooperation - shared vision & collaborative atmosphere - team know how to work together, encourage lively flow of ideas around a shared vision, positive feeling or sense.

Give team a responsibility outside their normal activities.

Pick a common theme each month to collectively work on (e.g. January is literature so people quote famous people or December is charity so you prepare a company/team food basket).

Create company teams with sign up sheets (bowling, bridge, quilting, reading clubs, debating team).

Give credit where its due (promotes self esteem).

Sharing e-mails recognizing effort.

Bring in guest speaker to resolve issues/problems.

Setting expectations/employee/team.

Team building exercises.

Charitable events (lunches/United Way competition).

Team meeting – round table questions and answers.

Unique situations (present at meetings).

Different chairperson at every meeting.

Share information via team meetings, e-mails or handouts.

Understanding meaning and value of your work as contribution to the team.

Clear objectives for team and individuals.

Actively solicit from team.

Get buy-in by having people at all levels have a say in the work that they do and/or how it is done.

Have everyone participate in developing mission, vision, values and guiding principles.

Recognizing the importance of the contribution of individuals.

Respect and value all input from employees.

Recognizing the importance of the work itself.

Encourage employees through coaching, training, mentoring and recognition to present new ideas.

Levels of discussion, people on the ground first, then managers for free discussions.

If there is enough roadblocks we’ll find a way around it.

Necessity is the mother of innovation.

Consistent and clear criteria.

Reviewing effectiveness.

Plan more frequently.

Need to feel you’ve contributed to it.

People want to contribute ideas.

Need mentorships.

Diverse points of view.

Buy-in, stimulate joint vision.

Suspicions of ‘shared visions’.

Personality driven.

Told what the vision is.

Needs to be properly explained. 

Clear objectives/mission – it’s hard to get employees to cooperate if they don’t have a shared vision.

Group activities – social activities outside work, fundraising activities including lower level staff in the work and activities of higher level staff.

Training in a team environment, working teams should attend training together.


9. Need More Free Time - necessary for considering alternative ways of doing the work. Too much pressure “too much more to do in the time I get”. How to deal with this? 
Allow alternate place of work one day a month (at home, at client’s office, at library).

Visit other government departments (federal, provincial, municipal) to see how they address this.

Allow people to go and reflect (perhaps you go see creative coach instead of employee counselor).

Allow flexible hours/days.

Identify value added activities and eliminate unnecessary.

Cultural shift – place more value in quality of life and less on financial income.

Focus energies on time saving innovations to create initial time and opportunity to nurture creative environment.

Remove time wasters.

Set realistic time frames.

Schedule time on a regular basis for innovation (i.e. have innovation meeting on weekly agenda so that even a minimal amount of time can be spent on it and this also keeps this in the forefront of consciousness).

Organized, structure work days/times.

Priorities.

Mission, schedule, workplan, deadlines.

Take on too much work.

Information from management approachable.

Communication from employee – management.

Group discussions to identify problems/issues.

Sharing best practices.

Management of stress.

Time thinking.

Time management course.

Set priorities.

Delegate.

Set aside blocks of time.

Reprioritize your time.

Focus staff’s attention on one problem and for a specific period of time.

Slow down – not be so reactive, plan ahead, everything can’t be a priority, remove the ‘urgency’ of everything.

Add resources or re-allocate resources – we tell them how much time we need.

We tell management that we need to know what their thinking.

Start tracking it now because it will be important on the horizon – anticipating – use experienced people.

Take the time to promote the good idea.

Make the time meaningful.

Do a review to see what you can do away with? What are we doing well? What can we do (? What should we stop doing? What is the least valuable thing I do?

Promote the good ideas and reward the results.

Training to help determine what is important.

Make the time – identify peak times and realize what can’t be done at that time.

Identify days off – realize the job did get done.

Take time to look at creative ideas.

Create an environment where people feel comfortable.


10. Status Quo - Avoiding improvements or controversial ideas and reduce reluctance to change - greater focus on important challenges. Doing things the way they are always done seems more important. 
Reduce the stock by keeping people fully informed.

Good level of communication.

More involvement in decision-making.

More collaborative environment.

People need to know what’s in it for them.

Challenge that way of thinking – be persistent. Sell/promote ideas when you think that things may be done differently.

Senior management presence in workshops of this type in order for the ‘buy in’ to be evident.

More collaboration with the people who do the work and the people who have the power to make change.

Focus on the tasks that are part of the program – provide guidance on this/focus on the importance.

Go back to the visions/speak to the vision.

Strategic planning on an ongoing daily basis – this will spur creativity – defines the process.

Recognition – catch people doing things right.


11. Political Issues - improve cooperation between areas, reduce "turf" issues. Issues of destructive competition, excessive concern about protecting one’s territory. 
Getting people involved with one another so they can get a sense of what others do (appreciation).

Encourage job-shadowing and mentoring.

Teaming sessions and events like Reboot 3 (multi-disciplinary teams get together).

Recognize/address ideas at all levels.

Fair, consistent process.

Include/involve everyone in so no turf areas conflict (i.e. team efforts, opportunity to enhance).

12. Evaluation Pressures - reduce internal criticism of ideas, take more risks - reduce unnecessary pressure for job evaluations. Atmosphere of excessive negative criticism of work. 
Encourage personal behaviors of respect and openness and condone internal criticism.

Post evaluation and assessment of team respect and co-operation.

Identify weaknesses and attempt to address via training, discussions, communications, etc.

Steer from evaluation, measure productivity.

Make evaluation developmental, include them in the solution.

Continuous feedback on performance, more incentives to perform, motivation
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