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Leading For Results:

Collaboration — A Key
Ingredient to Leading For
Results

Policy LINK strengthens the leadership capacity of public, private, and civil society actors— and
fosters collective action among them to transform policy system.
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Feelings thermometer

O u r E m Ot i O n a | I’'m exploding out of control
Thermometer | am ready to explode

| am boiling
| am heating up

| am getting uncomfortable

Where are you? This s hai bt e o control

| am okay
I am cool and collected
| am relaxed and happy

I’'m feeling great!




How to Raise Your Hand
TRY IT YOURSELF!

1. Click on the Reactions tab to enable
the reactions.

o
Reactions

2. You will see the functions for raising your Y &L OQ v

hand, stating yes/no, etc.
v X << »

Yes \[e} Slower Faster

3. Reactions will only stay active for 10

seconds and they will disappear.

&2
Rabe Ho ! be at the bottom of the Participants panel.

If you have an older version of Zoom, the functions will



Pre-work Takeaways

Cultivating Collaboration: Don't Be So

Defensive!

Why were the key messages you took
from the video?

What opportunities or challenges do you
find with implementing his advice given

the current context?

Jim Tamm




Steps for Decreasing
Defensiveness to Ready
Yourself for Collaboration

Acknowledge it

Slow down

Check negative self-talk
Create an action step

W=




Collaboration by Morten T. Hansen

How Leaders Avoid the Traps,
Create Unity and Reap Big
Results




Sony’s Sad Tale




Discipline collaboration is the leadership practice of
properly assessing when to collaborate (and when
not to) and instilling in people both the willingness
and the ability to collaborate when required

Morten T. Hansen




Getting Collaboration Wrong:
Collaboration Traps

*Over-collaborating
*Overshooting the potential value

*Collaborating in hostile territory
(highly competitive
environments)

*Underestimating the costs
* Misdiagnosing the problem

*Implementing the wrong
solution




Bad collaboration is characterized
by high friction and poor focus on
results

by Morten T. Hansen



When to Collaborate

*The goal is not collaboration, but
greater results

* Assess potential in 3 areas

* Better innovation through
collaboration

* Better quality programs,
better service to missions &
others

* Better, more efficient
operations







POLL: When there are opportunities for
collaboration outS|de of your organlzatlon
which benefit are you most often;,_seekmg’?




Collaboration Premium

Collaboration premium = :
— opportunity costs — collaboratlon
costs



Four Barriers to

Collaboration

Not
invented
here

Search
problem

Hoarding

Transfer
problem




Four Barriers to Collaboration

- Not
People are unwilling to invented

go outside of their own here
unit to seek input from
others




Four Barriers to Collaboration

People are unwilling to
help and share what
they know

Hoarding



Four Barriers to Collaboration

People look for people
and information and
cannot easily find them

Search

problem




Four Barriers to Collaboration

People are unable to
transfer knowledge

Transfer _

problem easily from one place to

another




Small Group Work in Breakout Rooms

In your breakout rooms you will be assigned one barrier.
Answer the questions -
* In what way does your assigned barrier show up in the work you do?

« What are some practical solutions to addressing that barrier for greater collaborative
success?

- Designate a group member to report out from the Jamboard.

- You have 15 minutes.



Solutions to Collaboration
Barriers

results by collaborating across the company

*Build nimble networks

*Cultivate T shaped
management, simultaneously
deliver results in their own job
(the vertical part of the T) and
deliver results by collaborating
across the company (the
horizontal part of the T)

gol umo 119y} ui s3jnsau

*Unify people



3 Collaborative Leader
Behaviors

*Redefine success: Transcend
narrow agendas and define
success as a bigger goal.

*Involve others: Be open to
input, different viewpoints,
debate, and working with others
in the decision-making process.

*Be accountable: Be responsible
for reaching goals and
accountable for decisions made.
Hold others accountable as well.




We have covered the following topics in this leadership series:
1. Mindset 3. Leadership Styles
2. Leading Rather than Managing 4. Collaboration

Reflecting on these topics, what are
your takeaways for what is needed to
collaboratively lead and achieve results
given the challenges and opportunities
you face?

Please jot down notes for yourself




1. Mindset 2. Leading Rather Than Managing

Congratulations!

3. Leadership Styles 4. Collaboration



Look for reference
pieces and video links
coming soon

Session evaluation
(copy and paste the
link in the chat box into
your browser!)

Thanks for being part
of this webinar series!




AND
NOW

IT IS TIME FOR SOME

CLOSING
REMARKS






Collaboration

in

Crisis




Leadership ldeals as Barriers for
Efficient Collaboration During
Emergencies and Disasters

Christian Uhr*

Department of Ritk Maragement 3nd Socieeal Safety, Lund U
Emak chrisoan ubr Qrish_ ioh

In an emergency or disaster situation, it s Mely that a cong
resources will respond to various needs. In wich a multi-organizational setting, collabo-
. ration becomes necessary. Empirical Sndmgs suggest that collaboration can be very
problematical and this paper argues that a posidle explanation can be found In Intra-
organi zat ad leadenship ideals, dyshunctional in a collaborative context. In order to
facilicate a peincipal discussion, an analytical framework for discussing leadership and
collaboration iy suggested. Morcover, iterature findngs suggesting individeal qualitic
facilitating collaboration are presented. Three leadership archetypes are used to prob.

lematize intraorganizational ideals in inter-organizational settings. it Is suggested that
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Share:

Key insights from your conversations on Q1-3
The one strategy agreed upon to manage this trap effectively while leading

in crisis

While listening, if you have a question or comment about the trap or the
group’s strategy, use the Chat Box to share your thoughts.



The “Management Paradox”

Internal Collaboration: External Collaboration:

Intra-team
Intra-organization

Interagency
Interorganizational

Appropriate Collaborative
Leadership Behaviors:

Appropriate Collaborative
Leadership Behaviors:

e Be autonomous
 Be directive and
decisive :

Crisis

* Be participatory

» Be cooperative and
compromising

* Share authority



3 Archetypes of Leadership

*The Competitive Leader
*The Perfect Commander

*The Chief Mechanic



averted, flexing intc

leader and his




The Perfect Commander

This leadership archetype carries the hallmarks of the military, with leaders being

characterized as a “strong hero” who can take command, barking directive orders as
needed.

Illustrative behaviors could include:

Top-down decision making

Keeping control through explicit rules, boundaries and a system of
punishment/promotion

Supporting a hierarchical approach to management and ensuring the leader is at
the top of the food chain



The Chief Mechanic

This archetype reflects a leader primarily chosen for
her/his deep technical expertise and experience.

Often, these are the qualities most celebrated, with
leadership skills and capacity possibly underdeveloped.

Illustrative behaviors could include:

A belief that the leader knows more and better than
anyone else

Possible belief that tried and true ways are the best
way to go in response to the crisis

Challenge to work under someone with less
technical expertise or credibility



Breakout Conversations

With your assigned archetype...

*Choose one person to be your spokesperson — you’ll have a LINK
champion to support accomplishing the task

*Review the traits and illustrative behaviors of this archetype

*|dentify what could be problematic in leading during a crisis,
particularly when needing to navigate the “Management
Paradox” of leading externally as well as internally

*|dentify one or two key areas this archetype could develop to be
more effective in leading during a crisis.



For those of you who have been with us for
other webinars...

Consider how...
* Growth Mindset
* Avoiding Leadership Traps

* Leadership Styles

Might offer insights in how to develop more effective collaboration skills of these

archetypes
15 minutes



Report Outs...Strengthening
Collaboration in a Crisis

*The Competitive Leader

*The Perfect Commander

*The Chief Mechanic



