
Disruptive Talent
The new corporate ‘must-have’ 



INTRODUCTION
In recent years, the combination of the speed of technological advances, volatility of markets 
and changing mindsets in the workplace have formed a massive threat for some, and great 
opportunity for others.

Traditional businesses have been under considerable threat – in terms of what they do, how 
they do it and the speed at which they deliver. Historically, traditional businesses rejected the 
notion of bringing in Disruptive Talent to help trigger the changes needed to compete. 
However, when managed e�ectively, it can be the catalyst to generate the paradigm shift 
required by the organisation. 

In this booklet, we take you through the journey of recognising when to bring in Disruptive 
Talent, how to manage them e�ectively, as well as the pitfalls to watch out for, to create 
disproportionately high levels of value to the organisation. We hope you enjoy the read.

PAOLO MOSCUZZA
Partner

OE Cam
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DISRUPTIVE TALENT: 
The new corporate ‘must-have’ 

The business world is going through a period of 
intense disruption and rapid change that’s 
transforming commerce and the customer 
experience globally. Established organisations 
are under the constant threat of fast-moving 
entrepreneurs who are disrupting industries 
and revolutionising our lives, with new products 
and services.

Brilliant entrepreneurs, such as Virgin’s Richard Branson 
and Apple’s Steve Jobs have produced radical change 
and innovation in their respective industries, which 
many traditional businesses aspire to today. 
Organisations are fast realising that Disruptive Talent 
(DT) is the new corporate ‘must-have’ if they want to 
revolutionise their business with a new product/service 
that will propel them ahead of their competitors and 
boost their fortunes in the process. 

DT is not only a ‘must-have’ to produce radical change, 
but it’s now increasingly sought after by traditional 
organisations to ensure that existing thinking is 
challenged to create new and better ways of doing 
business. Retailers, consumer goods �rms and even 
public bodies (in the education/health/charity sectors), 
which are used to operating in more traditional 
organisational structures, are also seeking DT to 
challenge the status quo.

010101
De�ning ‘Disruptive Talent’
Many organisations now want individuals who will shake 
things up and spark more revolutionary change, despite 
the many challenges they bring. Ensuring a team with 
positive ‘disruptive’ traits is one way to achieve this. 
www.oecam.com/the-oe/disruptive-talent

In fact, the term 'Disruptive Talent’ was coined by Martyn 
Sakol, Managing Partner of OE Cam, back in 2013. OE Cam 
de�nes DT as: “individuals who think and act di�erently, 
who innovate, challenge conventional wisdom and practice, 
spot trends, see commercial opportunities and tenaciously 
�nd new and better ways to deliver business success”.

These talented individuals are increasingly recognised for 
their potential to revolutionise the �rms they work for in 
delivering signi�cant growth and generating new income 
streams. Under the right conditions, this talent is capable 
of giving your business an edge whether it’s identifying 
new markets or delivering faster, better and more 
innovation. Without it, your �rm will fail to spot the next 
‘big idea’ or market opportunity. 

2



3

Disruptive Talent: Individuals who think and act 
differently, who innovate, challenge conventional 
wisdom and practice, spot trends, see commercial 
opportunities and tenaciously find new and better 
ways to deliver business success.



A key asset
Recent research carried out by Savant Recruitment 
con�rms that DT is a key asset for many organisations, 
especially at a time when new thinking and new ways of 
working are needed. However, it also reveals that 
approximately half of the UK’s accountancy/�nance 
teams (44%) believe they do not have any DT, with one in 
�ve senior �nance professionals claiming that it is simply 
not being recognised in their organisations for its unique 
potential. 

It’s a sentiment shared by many businesses. Even when a 
concerted e�ort has been made to recruit this talent, they 
are failing to achieve the changes and results they seek. 

According to OE Cam, the main reason for this is that 
these talented individuals are not only di�cult to identify 
and recruit, but they are also challenging to work with 
and even harder to manage and retain.

Yet, despite the many challenges, organisations are 
realising they simply can’t a�ord to ignore this talent. OE 
Cam’s research and experience demonstrates that if 
organisations recruit and harness DT in the right way, it 
can lead to signi�cant competitive advantage. 

Delivering revolutionary disruption
Over the last few years, OE Cam has been working with 
organisations across industries to help identify the right 
DT, ensuring they are placed in the right projects to 
disrupt existing thinking and deliver the competitive 
business outcomes they seek.

This report outlines not only how to assess and develop 
DT, but also create the right environment and support 
structure to help these ‘disruptive’, yet talented 
individuals, deliver spectacular commercial success. 
UK-based AB Agri, for example, almost doubled its 
earnings (before interest and tax) – thanks to actively 
recruiting and developing DT.

Check out how organisations are now incorporating OE 
Cam’s DT methodology into their high-potential 
leadership programmes to successfully achieve their 
business goals in Chapter 6.

4

Many organisations want 
individuals who will shake things 
up and spark more revolutionary 
change, despite the many 
challenges they bring.



RECRUITING DISRUPTIVE TALENT:
Identifying and assessing the ‘right’ Disruptive 

Talent for your organisation
0202

Having decided that you are ready to welcome 
Disruptive Talent (DT) into your organisation, it’s 
time to take a good look at your recruitment and 
talent management strategy. Although DT has 
the potential to develop game-changing 
business ideas, these individuals can be a 
challenge to not only �nd, but work with and 
integrate successfully within your business. 

This makes the job of identifying, assessing and recruiting 
such individuals di�cult, because the very characteristics 
that give these innovators the ability to think ‘outside the 
box’, can also be the source of their unproductive or 
derailing behaviours. These mavericks are often 
perceived to be stubborn and temperamental, and 
therefore labelled ‘di�cult’, ‘insensitive’, and ‘a pain’, which 
can ultimately a�ect their ability to in�uence the business 
positively. “So organisations seeking to harness this 
capability, must be careful that they recruit ‘disruptive 
talent’, not just those who are plain disruptive,” advises 
Paolo Moscuzza, Chartered Psychologist and Partner at 
OE Cam. 

Innovative disruptives or delinquents?
True disrupters shake things up because they feel they 
don’t need the approval of their peers/colleagues to do 
what they believe to be correct and are not deterred by 
what others think of them. That said, although you need 
smart individuals who are not afraid to push the 
boundaries, they also need to understand which rules 
need to be respected. “It is therefore vital to distinguish 
‘disruptive talent’ from the delinquents,” adds Moscuzza. 
www.oecam.com/the-oe/disruptive-talent

Positive ‘disruptive’ traits, however, can get missed 
because companies make the mistake of using standard 
recruitment and assessment tools/methods to identify 
DT. The same goes for traditional high-potential 
programmes and talent initiatives used to develop 
leaders. According to OE Cam, using assessment tools 
such as psychometric testing alone often fail to identify 
DT because they tend to focus on predictable and 
wanted behaviours, and not the ‘undesired’ behaviours 
that are responsible for innovation and change. 

5



“A gifted innovator, for example, may well be rejected 
because their psychometric pro�le suggests they will not 
perform well, according to the company’s conventional 
measures of success, such as teamwork, empathy and 
diplomacy,” explains Moscuzza. “This means that the 
multitude of positive features that ‘disruptive talent’ brings, 
such as ‘seeing things di�erently’ and ‘challenging the status 
quo’ can be missed by organisations.

“So if your recruitment process eliminates candidates who 
aren’t team players and consensus seekers, you could be ruling 
out the very talent you’re trying to �nd. It’s therefore vital to 
work out who are the ‘good’ disruptors from the downright 
risky.” 

Identifying powerful catalysts for successful change
If your organisation is serious about achieving change, and 
wants disruptive innovators to be that powerful catalyst to 
achieve success, then it’s vital to carefully select the right DT. 

“In the right context and at the right point in time, they could 
have a disproportionately powerful impact on the 
organisation. However, at the wrong time and wrong place, 
they may not last long and will walk away with any 
potential that the organisation could have bene�ted from,” 
explains Moscuzza. “The key is to ensure they are right for 
your organisation at a particular point in time, through a 
tailored approach.” 

OE Cam has the expertise and methodology capable of 
identifying the right DT for your organisation. “Our 
tailored, rigorous assessment processes blend psychometric 
pro�ling with in-depth interviewing and exercises to assess 
the potential of Disruptive Talent better,” adds Moscuzza. 
See Chapter 5 for more details.

6

A tailored assessment strategy is 
a must to identify and recruit the 
right DT because all too often 
the conventional approaches 
can misfire.



SOLID SUPPORT STRUCTURES:
Creating a nurturing and supportive environment 
that Disruptive Talent can thrive in

03030303030303030303030303030303
Having identi�ed and recruited your Disruptive 
Talent (DT), it’s imperative to create the right 
conditions in your organisation for it to thrive. 
Success will ultimately depend on whether you 
have a programme that can integrate these 
talented individuals e�ectively into your 
workforce, and capitalise on their strengths by 
placing teams around them who can compensate 
for their shortcomings. This involves surrounding 
DT with the right people in order to manage them 
e�ectively to bring out the ‘good’ disruptive 
behaviour, while managing the side e�ects of any 
annoying behaviour. 

Yet many organisations struggle with this and often get it 
wrong by bringing in DT to ‘shake things up’ or ‘challenge 
the status quo’, without putting in place the necessary 
support structures. Without it, however, this talent will 
struggle to �t into and operate within the con�nes of a 
traditional corporate structure. 

The freedom and �exibility these individuals value so much 
dissipates and they end up getting frustrated by what they 
perceive to be ‘routine’ and ‘narrow-minded’ thinking. 
Laborious procedures and pressures to conform will only 
lead to valuable DT becoming hostile and bitter, which 
often ends up with them walking out of your organisation 
along with their innovative ideas. 
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Creating the right conditions
In a BBC interview, self-professed ‘disruptive’, Sir Richard 
Branson admits he would be a di�cult employee for any 
boss to manage, but believes that businesses need to hire 
‘more independent minded’ and ‘stubborn’ people like 
himself, if they are serious about disruptive innovation. 

Branson claims that if he worked for a larger company, his 
line manager would have to “accept that I might not do 
things exactly as he'd like me to do them, or risk them going o� 
and set up their own business and end up competing against 
you”. He believes that new business ideas will only �ourish if 
you do it in a disruptive way.

It’s therefore crucial for organisations to create the right 
conditions for them to succeed because these individuals 
are unlikely to adapt and �t into the status quo. 

Providing adequate support
For example, a high-potential employee who lives for new 
challenges, might quickly get bored of the bureaucratic 
obstacles that she or he continuously encounters and may 
be tempted to take their talent elsewhere. Organisations 
that wish to bene�t from the extraordinary DT, must learn 
how to manage them in a way that reduces the risks of 
derailing. 

If these talented individuals are supported correctly, their 
potential value to the organisation is enormous. We are 
�nding that, with the support of senior management, it is 
possible to harness these individuals to create 
game-changing teams within even the most traditional 
organisation.

So how can organisations e�ectively create the conditions 
to nurture this talent so it delivers your goals? That is no 
easy feat, as there is no ‘one-size-�ts-all’ solution to manage 
DT e�ectively. A tailored approach is therefore vital for 
success.
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With the support of senior management, it is possible to 
harness these individuals to create game-changing 
teams within even the most traditional organisation.



CREATING A SOLID SUPPORT STRUCTURE 

Some key questions for leaders/HR to �nd out whether their 
organisation is providing DT with the adequate support 
needed to succeed:

1. Is our DT struggling to �t in and  achieve success?

2. Are individuals encouraged to express their views 
authentically without repercussions from senior 
executives?

3. Are we providing adequate coaching/mentoring to 
maximise DT potential?

4. Are we surrounding our DT with supportive team 
members, who have complimenting skills?

5. Are our leaders/managers equipped with the necessary 
skills to harness the collective power of DT and their 
teams?

Tailored programmes are key 
OE Cam can help businesses create tailored and integrated programmes to nurture and support 
DT, so that derailers are anticipated and managed e�ectively. Our experts work with HR 
departments and managers to provide these talented individuals with the opportunity to build 
their leadership competence in a safe environment and create the conditions to increase their 
chances of success, as outlined in Chapter 5.
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0404 DARE TO DISRUPT: 
At what stage of your business journey should 
you invest in Disruptive Talent?

Disruptive Talent (DT) can be hugely bene�cial to 
organisations at many points during their business 
journey, but �guring out exactly when and how to 
invest in this talent is not easy. In OE Cam’s 
experience, DT can propel your organisation forward 
much faster than conventional talent at the following 
stages of your business journey:

1. When you need to innovate to become more 
competitive; 

2. Identifying and developing new markets and 
income streams;

3. To succeed with your digitalisation transformation;

4. Achieving quick cultural change to better engage 
with your customers/clients;

5. Encourage diversity of ideas.
 

As Sir Richard Branson suggests, if organisations look 
after, respect and accept ‘disruptive’ talented individuals 
like him, then they will gain a creative force to drive 
innovation, instead of losing a competing entrepreneur 
who seeks to work against them. DT can help to create 
those breakthrough innovations capable of disrupting an 
entire existing market, and slaying competitors almost 
overnight, in the same way that Airbnb, for example, has 
completely disrupted the traditional hotel and holiday 
rental space, and Amazon’s online presence has 
hammered traditional retail.
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Inspired to innovate
In fact, many traditional companies are now being 
inspired to become more innovative thanks to these 
disruptors. Argos, for example, which has transformed its 
traditional ‘catalogue’ business model to become a 
digitally-integrated retailer, now boasts a Fast Track 
delivery service that can ful�l orders to 90% of UK 
households within four hours. 

The retailer, which forms part of the Sainsbury Group, 
recently hired 150 more technical specialists to create a 
tech team of 800, in a bid to combine the online world 
with physical retail and compete head on “with the likes of 
Amazon to keep ahead of the competition”, according to 
Sainsbury Argos CEO John Rogers. 

While technology is a critical enabler in today’s digital 
and arti�cial intelligence era, Argos’ example clearly 
demonstrates that you won’t get very far without the 
right mindset and talent. “To get the most out of modern 
technology, digitalisation requires new, and sometimes 
even contradictory behaviours and mindsets typically found 
in DT to achieve successful transformation,” states OE Cam’s 
Partner Gary Ashton.

Driving fast digital transformation
DT along with the digital pioneers (visionary leaders) and 
digital transformers (technical experts that carry out the 
vision) – are a must for digital projects. However, 
according to a report on digitalisation, entitled The Digital 
Wave: Sur�ng Through Digital Chaos for Successful 
Transformation, carried out by OE Cam and its European 
partners, 84% of European �rms are failing to achieve 
successful digital transformation. 

A recent online poll carried out by OE Cam revealed that 
50% of companies attribute this failure to missing DT. This 
talent is vital whether it’s to achieve successful digital 
transformation, cultural change, better engage with your 
customers or simply improve an organisation’s existing 
way of working. As the case studies in Chapter 6 
demonstrate, many traditional companies are using DT to 
get closer to their customers and engage with them 
better to deliver the services and products they 
ultimately need. 

That said, although DT can provide huge bene�ts at 
various stages of your business journey, it really depends 
on whether your organisation has an appetite for it and 
its accompanying challenges.
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If you have ambitious plans, then carefully selected and 
well-supported DT may well provide that powerful catalyst to 
achieve success.



Creating an appetite for productive disruption
It’s vital that organisations consider their overall readiness 
for DT. “Although you might want change, you need to assess 
whether your organisation and employees have an appetite 
for it, and prepare for it. It’s also important to �gure out just 
how much speculative investment you are prepared to risk and 
for how long,” adds Ashton.
www.oecam.com/the-oe/disruptive-talent

If you want to preserve the status quo, then it’s probably 
best to avoid it because it will cause uncomfortable 
disruption. However, if you have ambitious plans, then 
carefully selected and well-supported DT may well provide 
that powerful catalyst to achieve success. 

Encouraging diversity of ideas
The organisational culture can motivate and energise DT,  or 
it can have the opposite impact. The right culture will 
encourage people to speak up, raise issues in a constructive 
way and learn from mistakes. "In reality, this links to the wider 
diversity agenda which encourages diversity of ideas. This 
provides opportunities for people to think and act di�erently, to 
challenge conventional thinking and to bring a di�erent 
perspective," says OE Cam’s Partner Hazel McLaughlin. "In fact, 
many women, for example, take the entrepreneurial route and 
set up independent businesses because the corporate culture 
does not support their di�erence. So culture, underpinned by 
e�ective behaviours and ways of working, is vital."

DT is de�nitely worth the investment if you want your 
business to improve its competitive edge. These 
sharp-minded individuals are capable of churning out 
revolutionary ideas by creating a�ordable and improved 
products or services, which in turn generates better value 
for consumers and increased pro�ts (as demonstrated in 
the case studies in Chapter 6).

OE Cam can not only help you �gure out how big your 
organisation’s appetite for disruption really is, but also o�er 
advice on creating the right conditions to give your DT the 
opportunities to realise those innovative ideas and ensure 
your investment is not wasted. Check out our detailed 
methodology in Chapter 5.
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and sometimes even 
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and mindsets typically 
found in DT to achieve 
successful transformation.



DISRUPT, OR BE DISRUPTED:
An outline of OE Cam’s Unique Disruptive Talent 
Methodology 0505

Over the last few years OE Cam has been actively 
supporting clients across several industry 
sectors, to embrace disruption in their markets 
by creating radically di�erent and revolutionary 
products/services through Disruptive Talent 
(DT). Thanks to years of experience, we have 
developed a unique methodology, which is 
tailored to every client’s needs to help identify, 
assess and retain DT. Our methodology and 
processes �t neatly within an organisation’s 
talent management framework. 

Having assessed that your business is ready for an 
injection of DT, we create a tailored innovation strategy 
and DT programme for your organisation. OE Cam’s 
business psychologists can quickly identify these 
talented individuals during the recruitment phase of 
both new and existing sta�, through a rigorous and 
tailored assessment process.

“We blend psychometric pro�ling with in-depth 
interviewing and exercises to assess the potential of DT,” 
con�rms OE Cam’s Chartered Psychologist and Partner 
Paolo Moscuzza. 

www.oecam.com/the-oe/disruptive-talent

Rigorous assessment processes
Our ERCONIC™ assessment tool, for example, enables us 
to reveal the positive ‘disruptive’ attributes of an 
individual, along with a detailed personality pro�le to 
understand their work approach in detail.  We also use 
case studies, exercises and simulations to identify 
individuals that are capable of coming up with 
something disruptive or unique. 

Often, destructive and derailing behaviours are more 
likely to be exhibited during stressful periods when an 
individual’s ability to self-monitor and self-regulate is 
diminished. For this very reason, we use speci�c 
psychometric tools that can quickly highlight how they 
are likely to perform under pressure. This useful 
information is then used to back up and verify past 
behaviour, motivations and performance.  

We use this extensive assessment process to decide 
whether the risks associated with a particular individual 
should deter an organisation from hiring them, or 
whether they simply need to be managed in the right 
way.  
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Creating support structures for DT to thrive 
“The key is to identify if these individuals are the right 
‘disruptive’ �t for your organisation during a particular 
point in time, and then create a solid support structure 
that will allow them to �ourish,” adds Moscuzza. “Once 
the right ‘disruptive talent’ has been identi�ed for your 
organisation, we can then start work with you or your 
organisation’s Executive or functional directors to create 
the conditions for success.” 

CONDITIONS FOR SUCCESS

Our support structure focuses on three key areas:

1.  Developing the individual e�ectiveness of your 
DT to provide these talented individuals with 
the opportunity to build their leadership 
competence in a safe environment to maximise 
their chances of success.

2.  Creating an e�ective team environment with 
the right team composition.

3.  Supporting and developing the organisation’s 
leadership to manage DT and the 
accompanying challenges e�ectively.
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We carefully position colleagues around DT, based on the 
information we collate with the relevant HR department and 
managers, ensuring that team members are conventional 
enough to challenge disruptive ideas, yet unconventional 
enough to collaborate.



Maximising DT potential
This involves providing individual support to DT through 
coaching to help address the di�ering risks to maximise 
personal e�ectiveness. Using the �ndings from the 
assessment process, we create individual development 
plans that cover goals and identify foreseeable obstacles 
that would impede success for both DT and their 
managers. 

As well as providing objectives to support and monitor 
progress, we also provide coaching ‘on demand’ to help 
keep DT focused and on track, and manage any potential 
negative impact on others. As the pace of change can be 
so fast, individuals can arrange to meet with or speak 
with their coach immediately to talk though speci�c 
challenges rather than wait for their next meeting.

“We are often asked to help put together the right team mix 
to reduce performance ramp-up time in order to implement 
a game-changing idea and make it a reality,” says 
Moscuzza. “So we create the right team composition and 
dynamics by assessing each team member’s capability.”

Creating an e�ective team environment
“We carefully position colleagues around DT, based on the 
information we collate with the relevant department 
heads/managers, ensuring that team members are 
conventional enough to challenge disruptive ideas, yet 
unconventional enough to collaborate,” explains 
Moscuzza. “Of course, this deliberate act of putting together 
teams of people who think and behave di�erently from each 
other can potentially cause team dynamics to derail 
progress. Therefore we provide team support and 
development to ensure these teams work well together 
through direct observation, one-to-one coaching and team 
development.” 

Authentic leadership support
OE Cam also supports leaders to set the direction, style and 
tone for the organisation to foster an environment that 
harnesses the collective power of DT and their teams. 
“Rather than pressurising DT to conform or operate within the 
tight parameters of the traditional corporate environment, we 
help leaders to develop a culture of trust, openness and space 
where individuals are valued for who they are and feel 
comfortable to express their views to allow them to respond 
authentically,” says OE Cam’s Partner Gary Ashton.  

We can support leaders and managers to clarify their vision 
and accountabilities, alter their behaviours to lead by 
example and bolster their communication skills, to quickly 
and e�ectively establish changes to their existing ways of 
working through developmental workshops. “This promotes 
strong leadership direction, which in turn promotes �exibility, 
energy, ideas and acceptance of ‘risky’ pursuits outside of 
traditional norms,” adds Ashton. 
www.oecam.com/the-oe/disruptive-talent/

In short, OE Cam can o�er guidance every step of the way – 
by providing the tools to assess and recruit the right DT to 
coaching and team development support to create the 
right environment, as well as ongoing 
monitoring/evaluation to help these talented individuals 
deliver the change that your organisation seeks. Check out 
our methodology in action and the impressive results 
attained with several of our clients in Chapter 6.
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SUMMARY OF OE CAM’S DT OFFERING

OE Cam’s DT Programme will help your organisation to:

1. Assess your readiness for DT and identify an appropriate DT 
innovation and engagement strategy that sits comfortably within your 
talent management framework.

2. Establish a DT programme with appropriate and e�ective governance. 

3. Develop and use tailored assessments during the hiring process to 
con�rm that potential disruptors have the right competencies for your 
business. 

4. Set up formal mentoring programmes for DT and team members.

5. Provide coaching on demand and support for DT and leaders to ensure 
a smooth transition and long-term success.
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OE Cam can support leadership to set the 
direction, style and tone for the organisation to 

foster an environment that harnesses the 
collective power of DT and their teams.



COMPELLING CASE STUDIES:
OE Cam’s Disruptive Talent Methodology in action 06060606060606060606060606060606

Over the last few years, OE Cam has successfully 
worked with several organisations across many 
industry sectors to identify, adequately place 
and support Disruptive Talent (DT) to achieve 
the business outcomes they seek. 

Some organisations enlist our support to provide a 
comprehensive DT programme from recruiting it, to 
integrating and supporting it, in order to achieve their 
business goals, as in the case of AB Agri (see case study 
overleaf ). Others have sought our specialist support 
either at very beginning to identify leadership DT 
potential as part of their existing high potential/rising 
star programme. In some cases, OE Cam’s expertise has 
been enlisted to resolve speci�c issues, usually when DT 
has already been identi�ed, but not yet achieving the 
desired outcomes.

Traditional organisations particularly struggle to nurture 
DT and provide it with the right support structure to 
enable it to deliver desired change, whether it’s a cultural 
shift, �nding better ways of working or new revenue 
streams. This was the case for several of our clients 
recently – particularly those from the retail, public and 
consumer goods sectors with traditional organisational 
structures.

Achieving desired outcomes
“Although many of our past clients had invested in DT, they 
were failing to achieve their set goals. Our job was to 
improve the integration of DT with the rest of their team and 
their overall e�ectiveness to help achieve the desired goals,” 
says OE Cam’s Partner Paolo Moscuzza.

“We analysed the team dynamics to uncover the key issues 
behind the clashes and negative behaviour through tools 
such as psychometrics, 360 degree feedback and 
workshops. We then provided development workshops, 
coaching and one-to-one feedback sessions to help DT 
become aware of how their behaviours were perceived by 
others, and the consequences of their actions. Individual 
development plans were also created to help DT improve 
their style/approach for better performance. 

“This approach has improved the e�ectiveness of DT in 
many organisations, and they are now in a much better 
position to achieve their goals, be it increased pro�ts, more 
innovation or an improved working environment.”

OE Cam has helped organisations in both the public and 
private sectors to develop DT in leadership ranks to 
generate new ventures, increase pro�ts and become 
more innovative and successful. 

For more information on OE Cam’s DT 
Programme, contact: 
paolo.moscuzza@oecam.com
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The Challenge
Back in 2013, AB Agri (a division of the FTSE 100 
organisation Associated British Foods) decided to 
introduce an ambitious and high-risk strategy to grow 
the business from £35m to £100m by 2020.

Together with the Board, OE Cam identi�ed the need for 
DT to create ‘New Ventures’ (products/businesses) – a �rst 
for this organisation, which had previously grown by 
acquiring rather than creating new businesses. The 
organisation made a huge investment in new agricultural 
technologies and DT to achieve this ambitious growth 
target in �ve new areas.

The Methodology 
Together with the board, OE Cam created a competency 
framework to identify the skills, behaviours and strengths 
that would be needed by the ‘New Venture’ leaders. This 
process required considerable work to assess the 
individuals because the attributes and skills required 
were very di�erent from those in the core business. 

“It was a controversial project, which needed DT prepared to 
take risks and make bold decisions to challenge the very core 
of the business,” states OE Cam’s Partner Paolo Moscuzza. 
“It was also vital to put in place the right organisational 
conditions for innovative ideas to grow into successful 
commercial ventures.”

“For example, we tailored ambiguous and creative 
simulations as part of the assessment process to observe how 
participants would react to, and interpret, vague instructions 
throughout the exercise, as the level of ambiguity that a New 
Venture lead would face was expected to be quite extreme,” 
explains Moscuzza. “Another key attribute needed was the 
ability to make decisions and in�uence internally without any 
evidence. So, we designed creative simulations to assess their 
in�uencing skills to see, for example, if they could prove the 
viability of a point/project without conclusive data.”

An equally rigorous recommendation process followed the 
thorough assessment. OE Cam not only identi�ed the right 
DT, but it outlined in detail the development required for 
each individual, as well as advice on whether the risks of 
employing each candidate could be su�ciently mitigated. 
‘Bold’ people decisions were made as OE Cam 
recommended the appointment of several individuals to 
key roles that went strongly against existing held views. 
With the right support, however, OE Cam’s experts were 
con�dent that these individuals would deliver. The new DT 
leaders were assigned a coach, and their performance was 
closely monitored on a quarterly basis.

The Results
Five years ago, AB Agri’s ‘New Ventures’ was simply an idea 
with growth potential in �ve areas. Thanks to AB Agri’s 
commitment and investment in technology and DT, its EBIT 
grew from £35m to £60m in just three years, with three of the 
�ve new ventures contributing signi�cantly to pro�tability. 

“Appointing the right individuals to lead and populate each 
venture was critical. We successfully assessed and recruited 
leaders and teams who were prepared to take risks, challenge 
the existing business model and make bold decisions,” adds 
Moscuzza. “If decisions had been made based on psychometrics 
alone, many of the biggest successes in leadership 
appointments would have been rejected because they had quite 
‘extreme’ or ‘risky’ psychological pro�les.”

According to AB Agri’s board, “OE Cam’s contribution was 
outstanding in delivering the objectives of the New Ventures 
programme.” 

Case Study 1: 

How AB Agri’s investment 
in DT and IT achieved 
ambitious growth targets
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The Challenge
A UK-based drinks business had signi�cant growth and 
was at a critical stage in their international development. 
The business had been built through an entrepreneurial 
and pioneering spirit with strong opinions in the senior 
leadership team, together with key DT players.  The many 
bene�ts of DT included the high energy, fast growth and 
the ability to spot trends and patterns. Going forward it 
was important to harness this DT potential and balance it 
with the contribution of the rest of the executive team.

OE Cam was approached to enhance overall team 
e�ectiveness and to harness its DT potential.

The Methodology 
We worked in partnership with the senior executive team 
to identify the strengths and dynamics within the team. 
We enabled each of the executives to build on their 
strengths and development areas, and matched this with 
the vision for the business. The focus was on enhancing 
their appreciation of the similarities and di�erences 
across the team, and how best to work together.

Case Study 2: 

Drinks brand primes DT for international growth

The Results
"Our coaching and facilitation gave each of the leaders an 
opportunity to re�ect on their impact on others within the 
team, to appreciate di�erences and how best to work 
together maximising the talent within the group. Our 
development workshops enabled the team to work more 
productively to harness the power of Disruptive Talent,” 
con�rms OE Cam’s Partner Hazel McLaughlin.
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The Challenge
In 2015, a UK-based not-for-pro�t organisation, decided 
to identify high potential employees to maximise their 
capabilities and transform them into leaders capable of 
growing the business within a competitive environment.

The Methodology 
OE Cam was instructed to design and implement a 
three-day development centre where individuals 
completed psychometric assessments, and took part in 
problem-solving and in�uencing activities to explore 
their cognitive skills, working styles and leadership 
behaviours. Data from these assessments was then used 
to identify high potential employees. 

“One particular individual was identi�ed as demonstrating 
particularly high level skills in being both strategic and 
inventive, and driving the business agenda forward by a 
willingness to adopt radical solutions, and make 
unconventional, yet e�ective decisions,” says OE Cam’s 
Partner Gary Ashton. 

Case Study 3: 

Not-for-profit organisation identifies and 
transforms DT leadership potential for growth

The Results
As a consequence of this assessment work, this talented 
individual was identi�ed as DT and subsequently placed 
as the MD for its newly acquired digital business. The DT’s 
positive ‘disruptive’ qualities demonstrated that he was 
capable of taking risks and driving the newly acquired 
business forward with success. 

20



CONCLUSION:
The business benefits of Disruptive Talent 070707

Disruptive Talent (DT) is increasingly proving to 
be a powerful way for organisations, large and 
small, to achieve huge growth potential. In the 
last chapter, we outlined how investment in DT 
is paying o� and delivering huge business 
bene�ts to major UK organisations. 

Some of these business bene�ts include:

1. The potential to make the most of markets 
that are currently being disrupted with new 
innovative products or services.

2. The ability to spot new opportunities, markets 
and revenue streams.

3. Boosted pro�ts thanks to improved products/ 
services or better business processes.

4. Achieving a cultural change, particularly in 
traditional organisations, thanks to DT that is 
prepared to challenge the status quo and 
current business ‘norms’ in a bid to get ahead 
of the competition.

5. Overtaking/smashing your competitors.

One of the case studies featured in Chapter 6, reveals how 
leadership with positive ‘disruptive’ traits was identi�ed 
to take over the reigns of a newly acquired digital 
business – and in a very short time frame, transformed it 
into an award-winning, pro�table business. 

UK-based �rm AB Agri also bene�ted from new markets 
and revenue streams thanks to its DT programme (as 
outlined in Chapter 6). 

By giving DT the proper support and plugging any gaps 
in their abilities, we are able to create extremely e�ective 
teams speci�cally designed to create new ventures and 
bring them to market at an accelerated rate. The e�ect of 
this activity is already having an impact on the EBIT of 
clients, such as AB Agri, and its businesses are set to grow 
at an unprecedented rate.

21



AB Agri’s case study demonstrates how DT has 
revolutionised its business, increasing pro�ts by almost 
50% – up from £35m to £60m – in just three years. 

OE Cam’s experience demonstrates that a well-supported 
DT programme, which goes well beyond simple 
psychometrics to �nd suitable candidates, is key if you are 
serious about achieving your goals through DT – 
regardless of whether it’s for creating radically new 
products/services, delivering signi�cant growth, 
uncovering new territory or creating cultural change.

Most large businesses already have their share of DT. 
Whether they are obsessed with detail, �ercely tenacious 
or a world standard intellect, they are unlikely to sit easily 
within a traditional corporate structure. However, we 
believe that if DT is correctly identi�ed and placed at the 
right time, together with the right development and 
support of senior leadership, it is possible to harness 
these individuals to create change or innovative 
products/services even within the most traditional 
organisations. In fact, that is the best way for many blue 
chip and traditional �rms to compete with innovative 
entrepreneurs and nimble start-ups. 

Thanks to increasing investment in DT, particularly from 
traditional �rms, it won’t be long before we see more 
organisations – like Argos – become more competitive 
and give those entrepreneurial disrupters – like Amazon – 
a run for their money.

For more information on how your organisation can 
bene�t from DT, contact: paolo.moscuzza@oecam.com

CREATING A WINNING DT STRATEGY

A successful DT strategy will:

1. Ensure that you have a top team 
with the right level of ambition and 
imagination to create the 
opportunity for DT to �ourish.

2. Successfully identify the right talent 
to positively disrupt your business. 

3. Develop DT capability to optimise its 
impact on the business.

4. Establish the right supportive 
conditions and boundaries around 
which DT can develop business 
opportunities.

5. Ensure that the organisation is ready 
to sustain the disruption. 
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THE OE CAM PROPOSITION:
Why choose OE Cam to implement or 
improve your Disruptive Talent strategy? 0808

As specialists in business psychology and organisation 
development, OE Cam was the �rst UK consultancy to coin 
the term DT, back in 2013. Since then we have supported 
many businesses across several industries to identify, assess 
and develop DT to successfully achieve their business goals, 
as our case studies demonstrate in Chapter 6.

Whether you seek to increase pro�ts, enter new markets, 
innovate your products/services, achieve radical change 
or simply a cultural one, OE cam has the skills, tools, 
resources and experience to not only help you �nd the 
right DT for your organisation, but also get it up to speed 
quickly to deliver outstanding results. 

We tailor the DT programme to your organisation’s needs, 
ensuring that it ties in e�ectively with your broader talent 
management strategy. 

We o�er a range of services depending on your needs – 
from complete DT programmes to providing speci�c 
services, such as carrying out a ‘sift exercise’ to identify 
key DT leaders who may already be part of your existing 
high potential programme. OE Cam’s support is often 
enlisted to create those all-important support structures 
to help DT �ourish. We can o�er quick spot interventions 
and solutions, as well as long-term support. If necessary, 
we can also become part of your team to help you deliver 
on the agreed/desired strategy.

Finally, we have an innovative range of fee structures, 
where clients can bene�t from set prices to 
performance-related fees depending on the success of 
the project. 

1

2

3

There are many reasons why you should consider OE Cam to implement a Disruptive Talent (DT) programme or 
�ne-tune the existing ‘disruptive’ skills in your organisation. Here are �ve compelling ones:

4

5

For more information on our DT programmes, packages 
and prices, please contact: paolo.moscuzza@oecam.com
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OE CAM’S DT EXPERTS:

MARTYN SAKOL
Managing Partner

Martyn is a Chartered Psychologist and MBA. He has over 20 years of 
experience in leadership and management assessment and development 
across all sectors, in the UK and internationally. The focus of his work is 
maximising the e�ectiveness of individuals, teams and organisations.
martyn.sakol@oecam.com

PAOLO MOSCUZZA
Partner

Paolo heads up OE Cam’s Leadership Development Practice and has 
approximately 20 years of experience in assessing and developing the 
capability of leaders. He is a Chartered Psychologist, Associate Fellow at 
the British Psychological Society and a registered Coaching Psychologist. 
Paolo is also the former winner of ‘HR Management Consultant of the 
Year’, as featured in the Sunday Times, and his approach has been 
described as ‘fresh, innovative and energetic’.
paolo.moscuzza@oecam.com
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GARY ASHTON
Partner

Gary leads OE Cam’s Organisation Development Practice. He consults in 
the redesign and implementation of organisation structures and 
management processes, post-merger integration, improvement of joint 
venture organisation capability, and board and senior management team 
assessment and development. He has presented at seminars on 
organisational change and business partnerships, and has led the Retail 
HR Forum. He is also a visiting lecturer at the University of Cambridge 
Institute of Manufacturing.

gary.ashton@oecam.com

HAZEL MCLAUGHLIN
Partner

Hazel is an experienced Chartered Occupational Psychologist who leads 
OE Cam’s Talent Management practice. She specialises in leadership 
development, change and business transformation; speci�cally senior 
level recruitment and development, team engagement and executive 
coaching. She has held both Non-Executive and Executive Board positions 
and is the co-founder of the British Psychological Society’s Board 
E�ectiveness Group.

hazel.mclaughlin@oecam.com

25



OE CAM LLP
3 Wellington Court,

Cambridge
CB1 1HZ

UK

+44 (0)1223 269009

info@oecam.com

www.oecam.com






