
Never before in history has innovation offered 
promise of so much to so many in so short a time.
-BILL GATES

OE BOOKLET ON RESILIENCE & INNOVATION 
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OE BOOKLET ON RESILIENCE & INNOVATION

Thriving not simply surviving…

Resilience and innovation 
underpin an organisation’s 
ability to thrive and 
succeed in a changing 
world. 

We cannot be complacent. 

This booklet draws together facts from our European 
research on ‘Human DNA in Innovation’ with the output 
from a series of webinars plus ideas from the business 
breakfast we co-hosted at Google Campus London on 
how to build a thriving organisation that is both 
resilient and innovative.
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The ability to ‘spring back’, to recover 
quickly from challenges and rise 
above the  difficulties…
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Are you a resilient organisation?
Resilience

Resilient organisations 
e�ectively identify and tackle 
current challenges – macro 
forces such as globalisation, 
Brexit and climate change as 
well as build organisational 
agility to prepare for future 
challenges – such as digital, 
automation and AI.

The OE Cam Resilience Diagnostic looks 
at resilience at three levels:

Individual – how resilient are your 
leaders, managers & employees?

Team - what level of resilience do you 
have within your teams - especially the 
critical teams for business success?

Organisation - does your organisation 
have a resilient culture? 
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INDIVIDUAL
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POSITIVITY
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EMOTIONAL
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AUTONOMY

Independent of mind, 
responsible and self-guided

Proactive and willing to 
make decisions

POSITIVITY

Sees the positive aspects of 
situations

Rises to the challenge from 
di�culties and learns from 
mistakes

PERSISTANCE

Determined and persistent 
in the face of challenges

Tenacious
EMOTIONAL

INTELLIGENCE
Aware of and recognises their 
own emotions

Able to manage their own 
emotional reactions to situations 
to deliver a positive outcome

Remains emotionally detached

GOAL ORIENTATION

Maintains a clear vision and 
directon

Provides clear direction for 
others

CONFLICT 
MANAGEMENT

Responds and deals with 
con�ict e�ectively

Able to provide e�ective 
communication and 

ADAPTABILITY

Flexes and adapts to 
changing situations

Responds to challenges 
with agility to maintain high 
levels of performance

HOLISTIC
THINKING

Able to see the bigger picture

Able to pull out and act on 
important information

RISK TOLERANCE
Takes consideration of information to 
assess risk for thoughtful decisions

Tolerance for ambiguity and able to 
work e�ectively in uncertain 
environments

Willing to take a risk, think carefully 
about the options and balance risk 
and opportunity

LOCUS OF CONTROL

Believes they can in�uence 
events and outcomes




IDENTIFY & 
NURTURE 
TALENT

LEAD TEAMS 
THAT SHARE 
IDEAS, 
COLLABORATE 
& INNOVATE

FOSTER 
ENVIRONMENTS 

FOR IDEAS

REIMAGINE 
YOUR WORLD

Resilience enables you to survive within a 
VUCA environment, but thriving 
organisations don’t just adapt, they create 
their own future. Innovative businesses 
embrace a diversity of ideas and identify 
and harness Disruptive Talent to reimagine 
their world and foster the right ecology for 
growth.

The OE Cam Innovation Model provides a 
framework to enable thinking about how 
organisations can improve the 
e�ectiveness of their innovation 
programmes.

Innovation
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1. Reimagine your world

In order to become more innovative, 
organisations need to open up and 
reconsider their traditional ways of 
doing business to encourage new and 
diverse ideas to emerge. A thriving 
business allows time for divergent 
thinking. Ideas can come from anywhere 
across the organisation and for 
innovation to occur it is important to 
expand the scope and hear new ideas 
and di�erent perspectives.

Participants at our Google Campus 
workshop highlighted a couple of key 
challenges when it came to reimagining 
their world: 

Leadership Mindset: Some reported 
that their leaders' mindset was, on 
occasion, risk averse. There is a real fear 
that the brand will be damaged if change 
and innovation is too disruptive. 

Innovation is on a spectrum: frequently 
the norm in a project environment is for 
continuous, incremental improvement. 
But to radically innovate the business 
model requires a commitment from the 
top to invest. This in turn requires the 
Executive to have an aligned purpose, an 
awareness of competitive innovations, 
and the will to create the right innovative 
environment.

Open up to allow new ide� to emerge
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What goal/need 
do we address?

What options
are there?

How do we
judge them?

What are
the risks?

How does 
it look?

Focus
on one

Focus
on few

Focus
on essential

& highly desirable

Focus
on biggest impact

If ok, 
go for it

DECISION

Allow time to expand the scope and hear 
diverse and di�erent perspectives to 
reimagine your business world.  Apply 
the ‘double diamond’ approach of 
divergent and convergent thinking 
problem-solving to keep up the pace & 
feed the new ventures pipeline.

Leaders can play a critical role in 
encouraging divergent thinking. Firstly, 
identify who in the team is receptive to 
new ideas and will communicate them. 
The more extrovert and open-minded 
people are likely to be more open in their 
expression of their ideas. Encourage 
them to do so but also bring along the 
ideas of the quieter members of the 
group.

Create a non-blame culture - enable 
people to see that their ideas will be 
welcomed and valued in a 
non-judgemental way. Avoid jumping in 
to evaluate the ideas. Give time for 
exploration before closing down the 
options. Encourage the team to bounce 
ideas o� each other and to seek out 
alternative options without closing down 
to a solution too quickly. 

REIMAGINE YOUR WORLD

#1 Practise divergent-convergent thinking
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Most people are prepared to take risks 
if they are sure of success but, of 
course, risk creates the possibility of 
failure. The key is to accept this, to 
learn from experience quickly and to 
take corrective action. Base this on the 
facts and data - not emotions. 

Have con�dence to get up and try 
again. This involves inner resilience 
and strength. It is tough to keep 
going but persistence is critical to 
success.

Where possible, introduce a ‘fail 
fast’ culture – learn not to punish 
failure, but to reward it.  For more 
about Failure, read our journal 
article on “8 Shades of the ‘F’ Word”…

My Best Failure!
One organisation we spoke to in our research had established ‘My Best Failure’ 
learning videos – including one from the CEO – in which they describe their 
most important failures and constructively learn from insights gained.  They 
have a competition to select the best failures with a top prize of 2-3years in an 
area or country of the winner’s choice. Two months into the campaign, over 
4OOO videos had been uploaded…

REIMAGINE YOUR WORLD

#2 Embrace risk-taking and tolerate failure - but learn to fail fast!

9© Copyright OECam LLP

http://www.oecam.com/articles/creativity-8-shades-f-word-mark-brown/


*  "Human DNA in Innovation" Space Consulting, September 2016.  Click here to download the Executive Summary

Failure tolerant leaders 
identify excusable 
mistakes and approach 
them as outcomes to be 
examined, understood 
and built upon.  They 
often ask simple, but 
illuminating questions 
when a project falls 
short of its goals.*

#3 Understand leadership mindset for growth and risk-taking 

The right mindset will �ourish in 
the right environment so it is vital 
to create a culture where people 
are encouraged to share ideas and 
di�erent approaches. There is a 
clear balance between risk-taking 
and over-evaluation and analysis. 

If you create a culture of risk-taking 
then you must accept that some 
things will go wrong. Be clear on 
how much risk is acceptable in your 
business. Set out the parameters 
and be clear on expectations.

Mindset comes from within the 
team members so recruit people 
who are open to change, �exible 
in their approach and respond 
with agility to their environment. If 
their attitude is right they will be 
motivated and energised to push 
forward and make change 
happen.

As a leader you can nurture this 
within the team and foster and 
reward this growth mindset.
 

REIMAGINE YOUR WORLD
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#4 Appreciate that innovation � on a spectrum

For more traditional organisations, ‘innovation’ is not 
about being ‘First to the World’. 

For many, the ‘norm’ is for continuous, incremental 
improvements but radical innovation disrupts the 
entire business model to deliver game-changing 
growth...  Organisations need to be ‘ambi-dextrous’ – 
e�ciently delivering today’s sales and services whilst 
at the same time exploring new revenue streams for 
future growth. 

Learn more >
The OE journal on The Ambi-Dextrous Organisation. 

REIMAGINE YOUR WORLD

11

Paolo Moscuzza "Innovation is not necessarily 
about being first to the world..."
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2. Identify and nurture talent
The right people in the right teams to deliver innovation…

People are at the heart of 
thriving, innovative 
businesses. High potential 
programmes may correctly 
identify and develop ‘regular’ 
talent but if your business is 
looking for people to lead 
revolutionary or 
‘breakthrough’ change, you 
may need to look for those 
who do not �t – the outliers.  
We call these people 
Disruptive Talent.
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Individuals who think and act differently, 
who innovate, who challenge conventional 
wisdom and practice…

They spot trends, see commercial 
opportunities and tenaciously find new and 
better ways to deliver business success

Creative people come with di�erent styles, 
capabilities and drives.  There are three types of 
creative people and each has their own strengths:

The ‘Creatives’ create the vision and generate ideas.  
They handle ambiguity well and are driven to 
succeed.

The ‘Change Deliverers’ are collaborative and 
results-focused.  They combine their social skills with 
their ability to think systematically and to drive the 
agenda forward.  They are the agents of change.

No less important for the quality of ideas are the 
‘Smart Creatives’ who use their intellect and critical 
evaluation skills to challenge and to rethink ideas.

IDENTIFY AND NURTURE TALENT
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IDENTIFY AND NURTURE TALENT

All of our discussion groups at 
Google Campus acknowledged the 
bene�t of bringing together the 
right combination of people with 
di�erent perspectives to enhance 
innovation. The people who generate 
ideas are often di�erent from those 
who implement them. 

OE Cam’s own European research 
suggests that ‘Innovation Architects’ 
also play an important role working 
across the silos and serving as a 
conduit between the core business 
and innovation teams.  IA’s have an 
open-minded vision, surround 
themselves with reliable partners, see 
the big picture and empower 
intrapreneurs.
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Hazel McLaughlin talks about the types of people 
needed for innovation at Google Campus London. What is the role of an 

Innovation Architect?
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Any talent programme must be underpinned 
by a solid understanding of the business 
vision. It is useful to start by de�ning what 
‘Disruptive Talent’ means for your organisation.

Harness the diversity of people and ideas.  
Individual competencies, expertise and 
creativity form the core part of organisational 
DNA.  Identify the right pro�les, recruit the best 
talent, ensure diversity and allow de�ned levels 
of agility to encourage innovation.  Learn how 
to work with ‘creative abrasion’ within teams to 
deliver better solutions.

Disruptive Talent needs the right support.  
Put the right team and governance around the 
Disruptive Talent. The onboarding process is 
absolutely critical and there will be a lot of 
emotion along the way.  Support through 
coaching to keep them focused on the right 
things and ensure they are managing their 
impact on others.

Think about reward & recognition to drive 
the right innovative behaviours.

IDENTIFY AND NURTURE TALENT
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Paolo Moscuzza explains why Disruptive Talent 
needs the right support.
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TIME TO THINK     INFORMAL PERMISSION TO ACT      FORMAL FREEDOM TO ACT      LICENCE TO ACT    SPACE TO ACT     What’s the ideal team configuration for 
innovation?  And what’s the memetic effect?

Lead teams that share ideas & collaborate
Leaders are the catalyst…

3.

Leaders play an important role in the innovation ‘DNA’ of an 
organisation by envisioning, energising and enabling new 
ideas.  Our European research highlights the importance of 
teams who collaborate and who energise each other to 
deliver new and outstanding solutions.  The leadership cadre 
needs to support the innovation process and encourage new 
ideas whilst keeping a watchful eye on day-to-day delivery of 
pro�t for the organisation.  

Leaders need to be able to successfully look across three time 
horizons.  They need to manage risk and maintain control of 
the current operations, but at the same time inspire teams to 
innovate for the future.  For radical innovation to occur, 
leadership needs to let go of the natural tendency towards 
‘order and control’ and de�ne a level of risk that the 
organisation will tolerate.
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Toni Marshall reveals the three critical leadership 
behaviours to enhance innovation in teams
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OPPORTUNITY   
TIME TO THINK     INFORMAL PERMISSION TO ACT      FORMAL FREEDOM TO ACT      LICENCE TO ACT    SPACE TO ACT     

The research identi�ed six factors that leaders need to in�uence to encourage 
innovation:

1. Driving ideas – the charismatic leader acts as an idea generator or catalyst, 
removing any ‘blocks’ to innovation

2. Setting a new managerial mindset – sponsoring, steering and motivating 
innovation teams.  It is a balancing act between control, support and empowerment

3. Coaching and collaboration – coaching senior managers in supporting innovative 
behaviour and thinking as part of a collaborative leadership approach

4. Embracing the concept of risk – it can be challenging to �nd the right level of risk, 
whilst pursuing (unpredictable) innovative e�orts

5.Tolerating failure – slowly, leaders are  not only becoming ‘failure tolerant’ but 
actually encouraging failure with the purpose of learning from it and improving

6. Dealing with hierarchical structure – traditional, complex and less �exible 
hierarchical structures may hinder innovative practice

LEAD TEAMS THAT SHARE IDEAS & COLLABORATE

Leaders need to give individuals & teams the 
space/time to think but clarity around governance.  
Structure and process must enable an 
entrepreneurial environment. Understand both the 
formal and informal boundaries.  
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Innovation is more manageable if it 

is distanced from the core – but you 

need a permeable layer for ideas to 

flow back and forth

Foster the right environment for ideas
Create the space for innovation to occur…

4.

A thriving, resilient organisation 
needs to create space for 
innovation to occur but still 
protect its core business. If the 
organisation keeps the innovation 
separate to allow new ideas to 
�ourish, there is still the challenge 
of a) transferring the innovations 
into the current state and b) 
accessing the innovative ideas of 
those running the current state.

Organisational culture is the 
central piece to encouraging or 
blocking innovation. Top-down 
and bottom-up – the most 
successful organisations manage 
not only to ignite their 
transformation process, usually by 
the CEO, they also succeeded in 
initiating a parallel ‘grassroots’ 
movement.

18© Copyright OECam LLP



Does your organisation have innovation potential?

FOSTER THE RIGHT ENVIRONMENT FOR IDEAS

Our European research suggests 
that innovation ‘requires visibility’. 
Dedicated physical (or virtual) 
spaces and communication 
networks will encourage 
innovation and act as enablers in 
instilling a culture of innovation.

Create environments for thinking 
and sharing ideas - water cooler 
and co�ee station discussions can 
often be very fruitful. Set up a 
reward and recognition process to 
capture new ideas and to share 
them across the organisation.  

19

Chris Legge shares an example from OE Cam research of 
how one organisation has created an environment where 

ideas are never lost...
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About OE Cam
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Organisation E�ectiveness Cambridge (OE Cam LLP) is a specialist �rm of business 
psychologists and consultants who maximise the e�ectiveness of individuals, 
teams and organisations.  

We do this by building the capability of the organisation to deliver its strategy. We 
help develop their leaders, design e�cient structures, align individual behaviours 
and engage employees in the change. We are very proud to have worked with the 
following organisations: AB Agri, BBC, the Body Shop, City & Guilds, Coller Capital, 
Connect Group, Daiichi Sankyo, Department of Health, Greene King, Home Retail 
Group, Intellectual Property O�ce, Jordans Dorset Ryvita, Odeon Cinemas, 
Papworth Hospital NHS Trust, Primark, Ryder, Simmons & Simmons, Travis Perkins, 
University of Cambridge and Virgin Health.

To learn more about how we may help to improve resilience and innovation, please 
contact Hazel McLaughlin at hazel.mclaughlin@oecam.com or phone our 
Cambridge o�ce on +44 (0)1223 269009.

www.oecam.com 
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