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About this Playbook

The Seven #Elements of great collaboration design

The Playbook is designed to assist you, in your role as a Senior
leader, to focus on the specific tactics required from your role to
bring about great collaborative behaviours in your workforce.

Take whatever time you need to familiarise yourself with this page. It is the most important page
in this Playbook.

How to use this Playbook
• The seven #elements of great collaboration design
(opposite)
Collectively, these #elements will guide you towards a fully
functioning, robust collaboration environment inside your
organisation. A behavioural culture in which spontaneous, proactive
collaboration naturally occurs.
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Refer to the Seven Elements page frequently. It’s the basis, the
fountainhead, for all that follows.
The tactics and actions required from you in your Senior leader role may not touch all the
#elements. That’s fine. This Playbook is designed to keep things simple and only cover those in
which you, in your role, play a part.
• The Tactics
The Tactics are all outlined in the left-facing pages, in simple language and with references to
Designing Collaboration: An Essential Handbook for Today’s Digital Workplace where
this will help your understanding of what’s being asked.

#1 Granting permission to collaborate
Collaboration can only exist in an environment where people feel absolutely safe
contributing, trusting that their participation won’t negatively rebound on them,
trusting that their voice will be heard. We need to overtly grant them permission.
It’s a fundamental requirement, a bulwark, of successful collaboration.

#2 Setting a vision for collaboration
Why a vision for collaboration is crucial, and how to arrive at one no matter
where you are within an organisation.

Collaboration is powered by conversations. What motivates and initiates a
workspace conversation? Do we need to adjust our view of what a ‘business
conversation’ actually is? This element is all about ways to get your people
talking.

#4 Aligning with work – understand your collaboration
touchpoints, and then map the tools
Let’s flip the logic. Instead of scratching our heads about how to apply the
tools to our work, let’s figure out who we need to be collaborating with and,
once we get that right, look at how the tools can help us achieve that.

#5 Guidance - avoiding tool confusion

The page numbers (p.xx) in the headings and text of this Playbook refer to specific sections in
Designing Collaboration: An Essential Handbook for Today’s Digital Workplace. They
provide extra context and explanation around specific topics and tactics.

The most common question for staff in the digital workplace is ‘What should I
use when?’. We address this question by transforming a traditional
governance approach into one of guidance – ways that people can be guided
through the complexity.

• Collaborative people, not collaboration tools

#6 Taking collaboration to the next level – Active collaboration

This playbook is not a technical ‘how to’ operational manual for using collaboration tools in the
digital workplace. It’s focus is on behaviours. Tactics designed to unlock collaborative behaviours
in your people that will empower them to make the best possible use of those tools.

There are two very distinct types of collaboration: Passive and Active. The
Appendices give you a brief summary. To gain the greatest business value from
social collaboration tools, we need to generate high levels of Active collaboration.

Keep that thought front of mind as you work through the tactics in this Playbook.

#7 Managing ongoing progress – making the design sustainable

Note on Australian/UK spelling

Tracking progress on your collaboration journey is important. Usage stats, no
matter how detailed, do not measure the progress of collaborative behaviours.
The good news is, there are very effective ways that you can.

English is a complex language, and this extends to different English-speaking countries having different spelling
conventions for certain words or word types. Organisation versus organization. Colour versus color. Analogue versus
analog. Just some examples.
We operate out of the UK and Australia, which share a common convention, so we have opted to be true to our roots
and retain those spellings.
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#2

#3 Get people talking

The right-facing pages provide a means to record your progress on those actions, or simply keep
notes.

NB.

#1

#3
#4
#5
#6
#7

To learn more about the Seven #Elements, refer to Designing Collaboration, pages 37 and
following.
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At a glance: which of the seven #elements do I focus on?

Overview: what I need to do for each
Summary of actions required from Senior leaders across the seven #elements

The seven #elements of great collaboration design
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Senior leaders

Vision

Guidance

Set a broad, high level
vision for collaboration
and its importance to
the organisation.

Senior collaboration
stakeholder(s): facilitate the
creation of the Starter's
Guide and sign off on it.

Get people talking

Active collaboration

Demonstrate 'trickle down leadership'
(light touch participation).

Community Manager

Focus on listening, contribute positively.
Put aside time to occasionally
participate in conversations.

Middle managers / Team leaders

Actively sponsor collaborative events
like YamJams and hackathons.

Process owners

Promote the blogging
channel as a place to surface
new thinking.
Occasionally interact with
blog posts, @mention a
senior colleague.

Measure progress
Grant permission to collaborate

Internal Comms & Marketing

Learn! Take the time to understand the deep
value of a highly collaborative, networked
organisation. Become an advocate rather than a
reluctant starter. Advocates always want to open
the door for others.

Human Resources team
Information Technology team

Be the source of initial communications - setting
the context, outlining the importance.
Demonstrate through action: set up a private
Group for their own use, announced widely.

Senior collaboration stakeholder(s): approve
the diagnostic statements, review when and
if necessary.
Review progress of culture change as
indicated by the rolled up diagnostics no less
than every six months and be prepared to
renew collaboration messaging if necessary
(value of collaboration to the organisation,
permission to collaborate, it's how the
leadership team now works, etc).

Primary role

Primary role
Secondary role
Supporting role

Type of involvement required
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Type of involvement required

4

Secondary role
Supporting role

Here we list the individual tactics in detail

Here you can record your progress

#1 Granting permission to collaborate
ACTIONS

Collaboration can only exist in an environment
where people feel absolutely safe contributing,
trusting that their participation won’t
negatively rebound on them, trusting that their
voice will be heard.

Why it’s important
When people are given tools but not also
given permission to interact openly,
honestly and candidly when using those
tools, all that’s achieved is a slightly
improved but otherwise unchanged
workplace. New tools, old habits.

We need to overtly grant them permission to
safely participate. It’s a fundamental
requirement, a bulwark, of successful
collaboration.

People fear, consciously or
subconsciously, that honesty and candour
can expose them to risk.

Your To Do List

To counter these fears, we need to give
clear and overt permission to be open,
honest and candid – three of the most
important behaviours in a successful
collaboration environment.

1. Understand the change, show
yourself to be a part of it
Learn. Read. Talk with peers and colleagues.
Google the term ‘benefits of digital
collaboration’. Take the time to understand the
deep value of a highly collaborative, networked
organisation. Become an advocate rather than
a reluctant starter being dragged into the
change.

This generates an environment of TRUST.

3. Demonstrate through action
Have the platform manager set up a private
Group for the exclusive use of the senior
leadership team, to facilitate asynchronous
decision-making. Announce it widely as part of
the Communications Plan. Leaders walking the
talk is a powerful behaviour modelling
technique and conveys camaraderie. ‘We’re not
doing this to you, we’re a part of it, we’re in it
together.’

Perceptions are everything. So is behaviour
modelling. A senior leader needs to be seen as
part of the change, an active participant.
2. Communications Plan (p.40)*
Have ownership of a clear Communications
Plan built around the highly important
strategic objective of Granting Permission to
Collaborate.

Communications Plan
Completed
Owner: ........................................................

When: ................................

Communications checklist:
Business context

Link to Collaboration Constitution

Leadership team participation
Reference to the Token and its role in embedding the Constitution

Set up Senior Leadership Team Group & communicate to staff
Completed
Owner: ........................................................

When: ................................

Collaboration Constitution
Completed
Owner: ........................................................

When: ................................

4. Collaboration Constitution (p.41)
A simple set of collaboration guarantees. Why?
To remove any underlying fear of participation.
To remove risk, the enemy of collaboration. See
Appendix 2 for an example.

Messaging should include:
the business context (the ‘why’)
a link to the Collaboration Constitution
a strong statement of leadership
participation
a reference the collaboration token and
what it means

The Collaboration Constitution should be
clearly communicated as a central plank in the
Communications Plan. Links to it should be
conspicuous in messaging, and highlighted on
the Intranet.

Use your existing channels to deliver the
communications.
5

Token
Completed
Owner: ........................................................

* (OPPOSITE) All page references refer to the book on

which the Playbooks are based, Designing
Collaboration: An Essential Handbook for Today’s
Digital Workplace

6

When: ............................

5. The collaboration token (p.42)

Granting of Permission to Collaborate
messages, are being reinforced.

A token symbolically represents the
Collaboration Constitution and the guarantees
and protections it affords. It grants the receiver
permission to be open, honest and candid
based on the values in the Constitution. It
encourages receivers to speak up.

ACTIONS

Follow-up messaging should include:
a reminder that the messenger won’t be
shot
stories of how the leadership team is
benefitting from the change
a link to the Collaboration Constitution

6. Leadership follow-through (p.44)
A recurring communications program (every
6–9 months, say) involving your middle
managers and team leaders will ensure the
values embodied in the token, and the

Leadership follow-through
Completed
Owner: ........................................................

When: ..........................
up to 4 cycles

Areas to highlight: ...........................................................................................
........................................................................................................................
........................................................................................................................

#2 Set a vision for collaboration
We start by asking a single fundamental
question about our employees:

Why it’s important
A vision is crucial because it gives
collaboration a life force, an energy, a strong
and ever-present purpose.

What is the primary compelling reason
we’re asking them to change the way they
work?

Without a clear and strong purpose, any
business initiative will struggle. Knowing why
we do things is one of the surest ways to
drive participation and reduce resistance to
change.

Instead of asking people to engage with the
tools and find a purpose for them, we flip it.
We set the purpose first, placing it at the start
of the discussion, driving collaborative energy
towards an end point.

Remember: we’re asking people to
fundamentally change the way they work.
They need and deserve a clear explanation
as to why.

Your To Do list

And the final, most important step: communicate the vision to all staff.

1. Set a global vision for collaboration
(p.52)

2. Link collaboration to innovation (p.55 &

At the executive level the vision doesn’t need
to be detailed, but it does need to satisfy the
business relevance test: Why are we making
such a big deal about collaboration? Why are
we spending all this money on tools? How is
this going to help us deliver our organisational
goals and aspirations?

136)

A quick and immediate way to provide a vision
for collaboration is to link it to innovation.
‘Collaborating and connecting will make us
more innovative.’
In the longer term, don’t rely on this alone. The
vision still ultimately needs to be directly linked
to specific business objectives, as per the
global vision. But as a starting point, a link to
innovation is intuitive and sets a good tone.

Complete the statement on the page opposite:

Our organisation has to be highly
collaborative in order to...
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ACTIONS

Create a high level vision for collaboration
Owner: ........................................................

Completed
When: .........................

Complete this statement:

Ouvrision

Our organisation has to be highly collaborative in order to

...................................................................................................................
...................................................................................................................

Communicate high level vision for collaboration to staff (optionally as part of the
Communications Plan)
Completed
Owner: ........................................................
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When: .........................

#3 Get people talking
ACTIONS

As a senior leader you may not be as actively
involved in online conversations as your staff.

Why it’s important
Conversations connect people. They
release knowledge, they move it about, they
produce ideas. They forge and grease
relationships. They break down hierarchical
structures and open the door to problemsolving and new practices.

However you have one of the most important
parts to play in generating them.
It may seem counterintuitive, but some of the
most impactful conversations start with
naysayers. People venting, expressing
frustration. Pointing out flaws in our
organisation.

Conversations – open, honest, candid – are
the lifeblood of an effective collaboration
environment. Fundamental to effective
collaboration. You need to get your people
talking. And feel safe doing it.

Instead of clamping down or ignoring them,
we need to engage with them. That way we
can tackle the issues they expose.

The presence of tools doesn’t automatically
generate conversations. Conversations are
generated when people want to talk.

Your To Do List
1. Demonstrate ‘trickle-down’ leadership

This kind of participation is powerful. It
motivates people to join in and raise their level
of participation. To start talking.

(p.64)

‘Trickle down leadership’ is the term we use
when talking about light touch, listeningoriented participation by senior managers.
Demonstrating that you are part of the change
and not aloof from it.
Trickle down leadership requires a very small
time investment. Spend10-15 minutes per day
scanning high traffic threads and in doing so:

Asking a poster/naysayer for more information
‘Liking’ a post which openly and honestly criticises a business process
Publicly thanking a staff member for bringing an issue to the organisation’s
attention

10-15 min
daily

Mentoring session
Completed

It’s important that you have a level of
proficiency and confidence using collaboration
technology for the purposes just described.

Ask a question

When: ................................

Some questions I can put to staff:
.............................................................

....................................................

.............................................................

....................................................

It’s Important not to use the collaboration
platform to talk at people. Your role is to ask
and listen. Research shows that posts which
pose a question rather than make a statement
generate longer ‘tails’, or discussions. It makes
sense. Effective conversations are as much
about listening as talking. Start by posing at
least one genuine question, once a week.

.............................................................

....................................................

Event: ..........................................................

When: ................................

4. Actively sponsor collaboration events
like YamJams and Hackathons (p.63)

Event: ..........................................................

When: ................................

Event: ..........................................................

When: ................................

Actively sponsoring in this case means
providing communications prior to the event
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@mentioning senior managers for follow-up

Who: ...........................................................

3. Ask a question

Those 10-15 minutes endorse the use of the
tools. They show you’re listening, a key part of
digital leadership. They are simple actions that
will give you immediate and conspicuous
kudos while at the same time giving you
significant glimpses into how your organisation
is traveling.

Regular
practice

Participation checklist:

2. Put a mentoring session in your diary

The best mentors are younger staff members,
so-called ‘digital natives’. Book a session with
a digital native to show you the ropes. Your
trickle-down contributions need to be
authentic, coming from your keyboard.

@mention a relevant senior manager to
take up a business issue raised by staff;
Ask a poster/naysayer for more
information about a business failing (as
opposed to being defensive);
Like a post in which someone openly
and honestly criticises a business
process;
Publicly thank a staff member for
bringing an issue to the organisation’s
attention.

Demonstrate trickle-down leadership

Sponsor collaboration events
Completed
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and, ideally, a presence at the event, if only
with an occasional ‘like’ or simple comment.

facilitating two-way conversations - hence the
term social collaboration.

Sponsorship shows strong endorsement of
change, of new ways of working. Remember,
we’re asking people to change the very
foundations of the way they work. We need to
be participants.

Using it to push out messages that do not
allow for feedback or comments sends the
wrong messages to staff about what the tools
are there for. It will lower their enthusiasm and
stifle take-up. For one-way messaging,
continue to use conventional channels like the
Intranet and email.

5. Avoid the megaphone complex (p.68)
Leaders are trained to use whatever
organisational channels are on hand to push
one-way messages into their organisation. A
social collaboration platform, though, is not a
megaphone. It exists for the purpose of

Only move a communications channel to your
social collaboration platform when it gains
value by being in an open, conversational
space where people can interact on the topic.

Avoid the megaphone complex - moving existing communications to your social
collaboration platform
Name of existing communication: ......................................... (e.g. Weekly team planning update)
Why move it, what does it gain from being in an open, conversational space?
......................................................................................................................................
......................................................................................................................................

#4 Aligning with work
No senior leadership actions required.

#5 Guidance
Our focus here is not on tool training or
instruction guides. That’s a separate discussion
which puts tools at the centre of the
conversation, not people.

Why it’s important
The sheer complexity and spray of tools in
the modern digital workplace can become
self-sabotaging, a daily challenge, a
distraction. ‘What should I use when?’ has
become the most common question in the
digital workplace.

What we need is a people-first, two-pronged
approach that gives your staff:
confidence that they can navigate their
digital tool universe (The Starter’s
Guide, p.91)
a place to talk openly about what is and
isn’t working, to collaborate on how to
best use the tools to collaborate (The
‘What To Use When’ Group, p.93)

People are justifiably confused and need
help reducing the maze of tool options to a
manageable level suited to local workgroup
and team needs.
In the modern, complex digital workplace,
it’s not layers of governance we should be
throwing at the problem, it’s layers of
guidance. Get people past the complexity so
they can focus on their work, not on the
tech.

Your To Do List
1. Nominate a senior owner/ stakeholder
for collaboration

That stakeholder drives two key activities.

This might sound like Leadership 101, but a
collaboration design, like any business
initiative, requires an owner in the form of a
senior stakeholder (p.100).

The Starter’s Guide (p.91)

ACTIONS
Designation of senior collaboration stakeholder/owner
Who: ........................................................... Formal business role: ...........................................

Drive the publication of the Starter’s Guide
Owner: ........................................................
Target date for sign-off: ................................ Target date for publication: ................................
Mission-critical input required from:
1. ......................................... 2. ............................................

It’s the role of the senior stakeholder to
pull together the owners of key processes
11
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3. ..........................................

and/or business activities in order to develop a
high level Starter’s Guide. Then sign it off as a
formal, agreed document (p.101) and ensure
it’s communicated broadly to all staff.

evolving the WUW Group in conjunction with
the Community Manager (the subject of
another Playbook).

Visibility in the WUW Group
A comment

Regular
practice

A ‘like’

An @mention
twice
weekly

Time investment can be relatively low, say,
twice a week for 10 minutes. A comment, a
‘like’, an @mention - that’s all it takes.

The What to Use When (WUW) Group
(p.93)
It is equally vital that the senior collaboration
stakeholder drives the creation of the WUW
Group and demonstrates sound digital
leadership across its many discussions.
Listening, taking up thorny issues, constantly

A WUW Group is not a ‘set and forget’ activity.
The occasional presence of senior leaders
sends a powerful message to people that their
voices are being heard.

#6 Active collaboration
Organisations who take collaboration to the
next level, who strive to embed Active
collaboration as the default way of working,
will have a significant advantage over those
whose vision for collaboration stops at Passive
collaboration*.

Why it’s important

ACTIONS

In the modern era, disruption and high speed
evolution are becoming the commercial
norm. To stay in the game, we need more
than just access to expertise. We need ways
to generate novel thinking.

Promote blogs as the place to publish innovative and new thinking

Our tactical focus in this #element is to utilise
existing capabilities of the collaboration tools
you already have in ways that will improve
people’s collaborative behaviours – just by
thinking differently about how they use them.

Active collaboration is how we do it. With
good Active collaboration behaviours, we
can create, extend and enhance knowledge
for the larger ambition of keeping the
organisation moving forward and innovating.

....................................................................

Your To Do List

Active collaboration allows problems to be
approached from entirely different angles
and viewpoints, which in turn can trigger
solutions we didn’t know we knew.

1. Promote blogs as the place to publish
innovative and new thinking (p.108)

provoking and might tease out further
thought. Acknowledge them in the comments,
and by publishing a link to the post in
traditional places like the Intranet Home Page.

Have your communications team devise a
small but important communications program
that clearly articulates that senior leadership
wants people to use blogs in this way and will
be taking it seriously (code for ‘your posts will
be looked at’).

Owner of Active Collaboration Communications Program:

Completed
When: ................................

Ensure blog posts are responded to and/or acknowledged
Delegate(s): ................................................. ....................................................

at least twice
weekly

NOTES

Acknowledge, via a comment, those whose
blog posts were well intended but ultimately
not useful. Don’t leave them dangling.

2. Looking at and responding to posts, as
needed

Finally, there may be an opportunity to connect
a blog poster who has deep insights into a
topic with a senior subject matter expert
elsewhere in the organisation.

The communications program will only gain
traction if senior leaders, or your delegates,
respond to posts that are genuinely thought-

* For more on these terms, see Appendix 1 in this Playbook,
or refer to Designing Collaboration, pages 31, 103
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Regular
practice
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#7 Measure ongoing progress
To measure the effectiveness of our
collaboration design we bring together a
condensed, rolled-up version of all the
collaborative behaviours outlined in
Designing Collaboration and use them as
the basis for a simple-to-use tool called a
Collaboration Diagnostic (p.118). It shows us
whether the behaviours we are trying to
embed are actually sticking or not.

Why it’s important
Usage stats provide us with a picture of the
utility of our collaboration platform. The
number of users, posts, comments, likes,
etc. What they don’t tell us is whether that
same platform is being used effectively.
Are people buying into collaboration through
everyday actions? Do staff feel safe
participating? Are our leaders leading? Are
we reducing tool confusion? These are the
indicators of behavioural change, something
that usage statistics can’t easily tell us.

As a Senior leader, your primary activity in this
#element is to ensure the diagnostics, and the
Discussion & Analysis (D&A) sessions they
produce, remain an ongoing priority within
your management teams.

To understand this, we can apply human
judgement and derive measures for
collaborative behaviours. To monitor the
overall health of our collaboration design
and expose any glaring gaps or
weaknesses, which we can then target with
the right tactics.

Your To Do List
1. Drive and sign off on the initial
Diagnostic questions

ACTIONS
Drive and sign off on the initial Diagnostic questions
Completed
Owner: ........................................................

Half-yearly review of rolled up Diagnostic results
Owner: ........................................................

The senior stakeholder be across six-monthly
trends in the rolled up Diagnostic results, i.e.
which behaviours are improving and which
aren’t. This is an important strategic lever to
tweak ongoing tactics and decide where
resources should be placed.

The process of question selection should
involve an HR representative, since the
Diagnostic (as both a baseline and into the
future) may well be integrated into planned
Employee Engagement surveys. There is more
on this in the Ancillary Roles Playbook.

When: ...............................

NOTES

These are all things that can be adjusted based
on the results of the Diagnostics.
The existence of six-monthly reviews is a
constant reminder to middle managers and
team leaders that the Diagnostics, and the
D&A sessions, are vitally important to the
organisation.

With all due respect to our colleagues in I.T.,
they should not be involved in these
discussions other than as observers. This
ensures the questions do not become about
tools but focus on behaviours.

15

Regular
practice

When: ...............................

Does our senior leadership messaging
need to change, or be ramped up?
Are we demonstrating good digital
leadership through action?
Are people feeling safe collaborating?
Which #elements do we need to focus
on over others?

Also, an annual review of the Diagnostic
questions should be locked into the senior
stakeholder’s calendar.

When: ................................

Collaboration stakeholder

2. Half-yearly review of rolled up
Diagnostic results

A good Diagnostic starts with a good set of
questions. As they did in their role in
Guidance, your senior collaboration
stakeholder needs to bring together
appropriate parties to formalise and sign off on
a set that fits your organisation’s unique
character. The set can be adapted from the
example supplied (p.118).

When: ................................

Collaboration stakeholder
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Appendix 1 : Passive vs Active collaboration

Active collaboration
Actively initiating an open-ended a conversation...

Passive collaboration is the name we at Innosis give to task-focused collaboration.
Looking up x to achieve y. Using the tools to help us get a job done faster, based on an
assumption that the knowledge we need already exists somewhere out there in the
organisation and the digital toolset is how we access and re-use it.
We call it passive because, although valuable in its own right, it stays within the box of
existing work practices. It doesn’t challenge or change them.

Active collaboration typically starts with a question or statement which opens the
door to a conversation. And, by extension, to new and fresh thinking. It’s very different
from asking a question just to plug a knowledge gap.

Here's a link to
an outside article...

We have a similar issue

We did it this way

I'll a mention
someone in I.T.
We can adjust
our process to fit

This is what I'm trying
to achieve. Looking for
help and insights...

Great discussion!
I'll pass this on

Expressing a business need, big or small, is a powerful way to tease out lateral and
creative thinking. It puts out a call for new solutions rather than for an expert to show us
the standard approach. It releases us from the constraints of ‘this is how we always do it
around here’, it invites creativity and fresh thinking. Its focus is not ‘me’, but us. The best
result for the team and, by extension, the organisation.

to my team

Improved/changed/new work practices
Discovering solutions we didn't know we had
Creating knowledge
Innovation

We call it Active collaboration because it actively encourages rich conversations by
starting with more open questions, unencumbered by assumptions about what is and
isn’t ‘right’ practice. It actively produces longer-lasting, deeper connections than simple
round-trip knowledge transactions. It encourages creativity, the open tendering of ideas
and left-field solutions. It actively opens the organisation up to smarter work practices by
doing what every senior manager wants from their collaboration platform: exploiting the
collective intellectual property of their people. (Which in this context is a good thing.)

Passive collaboration
Simple round-trip transaction
Can anyone show me how to....?
Does anyone know where to find...?

I know the answer

You can read more about Passive and Active collaboration, with some examples, in
Designing Collaboration, page 31 and following

Here's a link to
the page

Great, thanks!

Improved productivity
Re-use of existing knowledge
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Appendix 2 : The Collaboration Constitution
The Collaboration Constitution should be thought of as a set of simple guarantees and
protections that give people the confidence to collaborate freely, without inhibition. Focus
on statements that will do the most to reduce people’s fear of collaborating.

ion
Constitut

An example:
..............................................................................................
(business owner of collaboration service or platform)

4. No matter how crazy an idea might be, give it a chance to be heard
That idea that popped up, the one that common sense said you should forget
about? Get it out there. Give that half-formed crazy thought a chance to land
in the right place. If you keep it under wraps, we’ll never know.
5. Everything we do is open to change
All of us must work towards the future. When you see an opportunity for
change, let everyone hear it.
6. Connections drive the relationships that power our organisation

encourages all employees using
..............................................................................................
(description of the organisation’s collaboration service or platform)

Our enterprise collaboration tools and platforms give us the ability to connect
with colleagues across borders, across organisational boundaries. Forging new
connections through common interests or work challenges; strengthening
existing relationships; these are a part of everyone’s day to day role.

to have a voice in accordance with the following values:
1. Everyone’s opinion has equal value
When working in the open, everyone’s opinion has the same value. We all have our
own experiences, skills, insights and judgements that are as important as the next
person’s, no matter their role.
2. Criticism of a business activity is how we improve
If we accept unquestioningly what we always do, we will never change. Change is
essential if we want the best from ourselves and the best for our customers. To
change, as well as needing the best ideas, we also need to know what doesn’t work,
even if it hurts a little.
3. What we learn, find useful or thought provoking is not idle chatter, it
needs to be shared
Much of human discovery comes from serendipity: seemingly unconnected things
coming together. Sharing what we’ve learned, what we’re up to, who we’re talking
to, isn’t idle chatter. It’s a bigger risk to stay quiet than it is to make a noise.
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Is your organisation people-ready?
You’ve invested in some great digital collaboration tools. Now it’s
time to talk about collaborative people. The people who will be
using those tools in the highly collaborative way you intended.
Are they ready? Great collaboration doesn’t automatically occur
with the arrival of digital tools. Great collaborative behaviours need
to be developed, nurtured and eased tactically into the DNA of an
organisation. Your leadership is vital.
The Designing Collaboration Playbook Series is the hands-on,
everyday guide you need to bring your people along on your digital
collaboration journey.

This playbook is a part of the
DESIGNING COLLABORATION PLAYBOOK SERIES
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