HOW TO
LEAD IN THE
INNOVATION AGE
PRESENCE
8Atips
to increase
influence
practical
guide foryour
leaders
of today
and
leadership
effectiveness
preparing for the challenges of tomorrow.

Contents
Introduction .................................................................................................................................................. 2
1.

Get comfortable with being uncomfortable ......................................................................................... 4

2.

Leverage diversity ................................................................................................................................. 6

3.

Create conditions for collaboration ...................................................................................................... 8

4.

Be a continuous learner ...................................................................................................................... 10

5.

Foster creativity and innovation ......................................................................................................... 11
Develop a tolerance for failure ............................................................................................................... 11
Be curious................................................................................................................................................ 12
Provoke creativity ................................................................................................................................... 12
Deal with obstructionists ........................................................................................................................ 12
Be Passionate & Brave ............................................................................................................................ 13

Conclusion ................................................................................................................................................... 13
About the author ........................................................................................................................................ 14
Reach out and connect ............................................................................................................................... 14

Introduction
The world is changing and changing fast. Socrates apparently said,
“The secret of change is to focus all of your energy not on fighting
the old, but on building the new.” (Not at all sure who was there
in 300 BC to record that wisdom, but none the less the sentiment
resonates.) With technology literally taking over the world and
the imminent threat/opportunity of artificial intelligence in the
wings and already on stage the play needs some central real-life
characters to be in the lead roles. However, it would seem that
the characters in the lead roles in most organisations are
unprepared to lead in this new world and to some extent have
taken an ostrich approach hoping that the Innovation Age will
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pass them by as a fad, and like fidget spinners, will leave them rotating but essentially unmoved.
Tackling a subject as well documented as leadership is a tough task, with 300 million hits on Google, leadership is
one of the most written about subjects of all time, so I am limiting my scope. I want to tackle this subject (like I
tackle my training and key-notes) very practically and very pragmatically. I am aiming to help those of you reading
this to adopt small changes of behavior & to try a slightly new angle that can unleash a wave of forward progress.
Fundamental to this Innovation Age, will be how leaders catalyze creativity and innovation within themselves and
their teams. So I will be exploring what goes before this and what needs to be in place for innovation to flourish;
based on interviews, my experience as a leadership facilitator, coach & speaker and best practice.
Why now? Well… for starters a new year brings an opportunity for resolutions and most leaders and teams will
spend some time considering their KPIs (Key Performance Indicators). For leaders in most organisations, the KPI’s
are centred around the achievement of measurable results. For the enlightened organisations out there, there will
be a balance of what gets achieved with HOW it gets achieved, and some measure of import will be given to the
type of leadership behavior that is exhibited in order to drive the profit/revenue/delivery/sales etc.
Secondly, my personal experience of leading and being lead opened the door to this topic. I have been fortunate to
have experienced leaders from all demographics and from many different countries during my 20 year career. Not
all were amazing and some were downright disappointing. All of us when we look in the mirror probably know of
moments when we were uninspiring as leaders, when we made mediocre decisions and paid the price; and when
we lacked backbone to stand up for what was right. I hope that my experience was momentary and not indicative
of a more endemic behavior pattern.
I recently caught the sting of a grouping of poor leadership choices all collected together in a less-than-pleasant
experience. An ethically-unfettered operational leader, taking direction from his power-hungry, upwardly mobile
upline, and a disempowered first line manager came together in the perfect storm. As a leadership consultant and
facilitator, training on the behaviours expected from leaders within an organisation, it is a double shocker when
one’s own reporting line has a thorough absence of what we espouse. In the deployment of a large scale
organisational restructure, they disregarded the voice of those affected, didn’t consult, and despite face to face
discussions which agreed on one course of action, they took another. The behind-closed-door design, and cloak
and dagger approach left the organisation feeling lost, shocked and a little bewildered. There may have been great
intentions and a result worthy of the change but HOW it is achieved is where real leaders have a chance to shine.
Anyone can force a change through an organisation, but the body count (both in exits and in disengagement) is
based on HOW it is done. Leadership is not just about the WHAT, but largely about the HOW.
To look into what makes an effective HOW for leading in the innovation age, I interviewed leaders from various
sectors of the economy. These are people running companies or large divisions, schools and churches. I specifically
took a broad range of industries and looked-for leaders who are well respected by the people they lead and deliver
results. And I wanted them to be South African. In each interview (which was roughly 1,5 hours) I was inspired and
motivated. The nuggets of wisdom that covered my resultant notes form the basis of the following narrative. Let
me introduce the lead characters to you:
Cathy Smith, is the CEO of CISCO Sub-Saharan Africa. Cisco Systems, Inc. is an
American multinational technology conglomerate headquartered in California, that develops, manufactures and
sells networking hardware, telecommunications equipment and other high-technology services and products.
Cathy has many years’ experience in leadership roles from Sales through to HR. She has been the CEO of Cisco for 2
years. I first met Cathy when she was the HR Director for IBM Sub-Saharan Africa and loved her empowering and
creative approach to leadership. Interviewing her was a joy, but eating breakfast and taking notes was a challenge
as everything she said needed to be recorded which is a tough thing to do with a fork full of scrambled egg!
Errol Braithwaite is the CEO of FRANKI Africa. FRANKI is a specialist geotechnical contractor with 1200 employee in
Africa. Prior to his role in FRANKI you may remember him as the voice of the Gautrain when it was being built. As
Executive Manager with Bombela and the marketing voice for the Gautrain project we got to know him for his
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honesty and clarity. I asked him how he got involved with the Gautrain and his response was, “there weren’t
enough people, they just took anyone.” This characterises his overall approach to our interview: full of selfdeprecating humour and quips that made me believe that great leaders are also great lunch company.
Kevin Derman is a Divisional Director at First Distribution, responsible for their Cloud Business. First Distribution is
a leading ICT distributor for datacentre, enterprise and cloud solutions. Kevin is by far the most interesting and
diversely talented leader that I spoke to. His background includes being a professional opera singer, choirmaster he plays the saxophone, is a hypnotherapist and a dedicated runner. These diverse interests and talents gives him
access to sources of inspiration and learning that made his interview absolutely fascinating.
Richard Laidley is the school principal of Dunvegan Primary School. This government primary school performs
exceptionally well and is a sought after placement for children from the surrounding area and well beyond. Richard
took over as principal recently after being deputy for many years. He brought with him a wave of changes that are
moving the school forward. What stands out about Richard is his approachability. This is in stark contrast to his
predecessor and is both his Achilles heel and his greatest strength.
Pastor Richard van Lieshout (Ps Richard) is the senior pastor of Edenvale Baptist Church. Richard took over as
senior pastor at the age of 34, when he was the youngest person on staff. He leads a team of 10 and as someone
who has attended this church for over 25 years, I am consistently blown away by how Richard is being used not
only as an inspiring and deeply profound speaker, but as a humble leader.
Dominique Pienaar (Dom) is the CEO of DUO Marketing. DUO Marketing is a niche player in the PR and marketing
field specialising in technology companies. Dom has been in this role for 3 years and grown the Johannesburg team
to be bigger than the founding office based in Cape Town. Her approach to diversity and working with people’s
individual strengths and her awareness of her own strengths and gaps make a powerful package that positions her
well to lead into the future.
So, what did these future fit leaders have to say?
I have collated their thoughts, complimented with my own, into chapters that form the foundation of the core
leadership skill for the Innovation Age: creating an organisation that fosters creativity and being brave to take
calculated risks.
1.
2.
3.

4.
5.

Get comfortable with being uncomfortable – it is impossible to know everything; future fit leaders are
comfortable taking decisions when there are some unknowns.
Leverage diversity – broadening our view of diversity gives everyone the chance to bring their best ideas
to work, but it takes intentionality and empathy.
Create conditions for collaboration – working together, communicating and being open to hearing bad
news is the foundation for effective team work; and creative team work is one thing that robots are
unlikely to be able to do any time soon.
Be a continuous learner – keeping abreast of the deluge of information and collating content into
digestible and useful chunks is a critical skill for future fit leaders.
Foster creativity and innovation – no longer is it necessary for the leader to know everything and be an
expert, leaders need to be able to shepherd innovators and create an organisation that allows for and
encourages creativity in unlikely people and places.

1. Get comfortable with being uncomfortable
To lead in the Innovation Age, requires a set of behaviors that mainly focus on the HOW, because the WHAT is
changing so fast. Dom said that one of the key skills of leaders is agility and the ability to change with speed. In her
instance, not that long-ago clients were asking for digital marketing strategies and as a company they were not
positioned to deliver on this; but were quick to solve that problem, hire strategically and are now looking at nearly
half their business being digital. Pivoting and changing with speed is essential.
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Cathy added that traditionally leaders had to know
everything, but with the rate and pace of change that has
become impossible. One of her greatest strengths is being
comfortable saying “I don’t know” or “I don’t understand”.
Things are grey, and no one has certainty, there are
disruptions around every corner with new entrants
creating disturbances in traditional markets, together with
political instability and unpredictability, climate change
and technology accelerating at breakneck pace. “There is a
lack of clarity and leaders can’t provide it. So, it is the role
of the leader to provide inspirational vision. We are going
on a journey to learn about this new world, come with
me.” As a leader you must make decisions despite the
lack of clarity. It is uncomfortable, but essential.
She adds that the days of hierarchy are over. “My
organisational structure are bubbles”. Formal and stiff
structures constrain individual experimentation and levels
in an organisation make for cumbersome and slow decision making. Errol, MD Franki Africa, is on a drive to
simplify. Mature companies have huge legacy in terms of systems and processes that stop the business from
working. He is determined to drive simplicity in his organisation and asks people who are entrenched in their roles
to ask themselves the question, “If I stopped doing what I am doing right now, would it affect the company bottom
line?”
Volatility, Uncertainty, Complexity and Ambiguity are the realities of today and will continue to be so in the future.
Noted futurist and author Bob Johansen says. “It won’t be getting easier and leaders must accept this reality.”
“You can’t allow your own discomfort to cast a shadow. Negative people can’t run successful businesses. You have
to manage your own psychology”, says Errol.
Top Tips

•
•
•

Stop pressurising yourself to know everything, it’s impossible.
Give yourself permission to ask questions to create as much clarity as
you can and make decisions to move forward.
Look inwards to assess how you feel and reframe obstacles to be
more energizing.
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1. Leverage diversity
Getting the most from people requires leaders to recognise
and appreciate diversity. For the first time in history we
have 4 generations active in the workplace. Advances in
gender diversity and integration of race groups in the South
African context all play a huge role. “Leveraging diversity
starts with intentionality,” says Errol, “You don’t want
people who will agree with you”. “Generations have
different expectation and need a different style of
leadership” says Kevin.
Dom of DUO Marketing, is crystal clear about diversity in
her organisation and stems from her personal experience.
She was running the South African organisation of a large
international and had a young family. She asked her
manager for assistance - in response she was moved
sideways into a “less demanding role” and replaced. This misguided “help” left her demotivated and with an exit
strategy. She is now determined to create an environment where people in different life stages with their own
“stuff” can thrive. The team is relatively small and relationships are very important. DUO have invested in using
Marcus Buckingham’s Strengths Finder tool to identify each person’s strengths and play to them. “We try to make
sure people don’t fit in a box, we encourage them to be authentic to who they are. We are very respectful,
everyone here is quite different, just fundamentally different.” And she makes an active effort to avoid hiring more
“same”.
At DUO Marketing an appreciation for individuality means appreciating that people have different work styles,
preferences and personal commitments. Dom will ask people for opinion but leave the time line wide enough to
gather input from the early starters, through to those who peak at midday, and including the night-owls who do
their best work at 2am. Gathering input using a cloud-based platform that allows people from both offices to
participate equally is another proactive inclusive measure. Dom’s personal experience of being a working mom in a
dual career family means she is committed to her own family time and appreciates that everyone has human-stuff
that needs to be attended to and should be prioritised. One of her clients, is clear about prioritising watching his
son’s rugby match midafternoon, and she believes that leaders need to be balanced not only because real-life
demands it, but to get the best out of themselves. It is important to role model balance and avoid answering
emails at 11pm!
Richard of Dunvegan Primary School is managing a large and diverse team from ground-staff to highly educated
teachers. He has implemented “What’s your story” groups (from Heartlines.co.za) at their staff meetings. Rolemodelled by him and his deputies, each person is encouraged to share their story as a narrative or in answer to
questions. He has seen enormous value and appreciation for differentness when we learn the back-story that
shaped the person.
Ps Richard pastors a traditionally white church in an increasingly diverse community. “The church has made a
conscious decision to embrace the diversity of the community and has taken steps to be more inclusive”, from
changing the language of the words on the welcome slide to incorporating multi-languages in the songs. “At some
point people need to hear the gospel in their heart-language,” he says. These are small changes but echo an
intention that is around more than just race and crosses into other demographics as the church reaches to those
unemployed and living on the streets in Edenvale. “Having this demographic mixing in with the more middle class
traditional church go’er is a struggle,” he says, “But we believe diversity is the inevitable consequence of the
Gospel.”
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All the leaders I spoke to are personally very active outside work. Their
commitments vary considerably, but include social time, community
service and family are a priority for them all. Errol, Richard and Cathy
are very active in their churches. Errol and Cathy have served on school
governing boards. Kevin and Ps Richard are dedicated sportsmen, and all
are very active and involved parents. Their own personal commitments
to health & life-outside-work sets a tone for their organisation. Leaders
who are future fit are balanced. In the past it was a mark of pride to be
working a 70 hour week relentlessly; but future fit leaders work smarter,
leverage data for its predictive capabilities, relentlessly prioritise and
have learnt, or are learning how to say “no” (graciously!).
Diversity has a narrow lens in South Africa, but future fit leaders open
the aperture on this considerably and know that diversity is required for
creativity to flourish. Where there is diversity in thought, in life experiences and points of view we can have
constructive conflict. The role of a future fit leader is to hold the group, set the boundaries and role-model what is
expected from everyone in the organisation. This takes emotional intelligence, the ability to read a social setting
and manage one’s own reactions and responses based on what is required and most effective at the time.
Top Tips

•
•
•

Be intentional about creating an inclusive workplace.
Examine the practices that could be more inclusive: Meeting times?
Languages? Tacit over-time expectations?
We get the most out of each contributor when leaders view them as a
whole-people, not an employee number.
How are you role-modelling the way?
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3. Create conditions for collaboration
“If you take all the responsibility on yourself, you sink the ship by yourself,”
says Richard, “If there is a group, someone will see the hole before you do.”
Creating an environment where people can collaborate and feel a sense of
ownership is a core leadership skill for the future. So, what are our leaders
doing to create collaborative organisation’s?
Having a strong commitment to core values was very evident in the
interview with both Errol and Dom. When all are clear about how people are
expected to behave in the organisation there is common ground to start
from. In Franki as an organisation, a core value is “Act with positive intent” in
relation to customers, suppliers and colleagues. When people don’t
subscribe to this (or other core values) then Franki can’t be their professional
home. One of Errol’s leadership
team left because of not behaving
with positive intent. In Dom’s
case, the core values are what
attracted her to the organisation
in the first place and she is dedicated to communicating these values
and ensuring that they form an explicit part of the recruitment process.
Over the last few years she has become more comfortable with people
leaving the company because of their inability to live the core values:
“Not everybody fits, and that’s ok.” What is interesting in both these
cases, is that the core values are part of the essence of the organisation,
not just good intentions displayed on the wall. You are expected to live
the values and are accountable if you don’t. This creates a clear set of
base behaviours that makes collaboration possible.
DUO Marketing is a medium sized business, and they adopt a very progressive and transparent approach to the
financial position of the business. In their weekly Skype team meeting, all the employees are updated on the
targets, budgets, figures to date etc. They are fully informed. This is both empowering and enabling for some, and
a bit scary for others who are more used to being in their own box and coming to work to earn a pay-check.
Transparency of the financial position of the company helps the team to delay capital expenditure requests or
push harder to close deals. The transparency pushes the “worker bees” to know more and take more
accountability for their actions and how they invest the time they have.
Creating forums for collaboration is common across all the leaders. The concept of a team meeting either weekly
or bi-weekly was evidenced in all the leadership approaches. This complimented with regular 1:1’s with the
individuals who see them as their direct manager created another platform for collaboration. What struck me as
useful to share were some of the questions that the leaders are asking in the 1:1’s and their approach to team
meetings.
1:1’s

•
•
•
•

What am I doing to slow your growth? (Dom)
What could I be doing more of or less of to help you? (Dom)
What are your priorities for the next week? (Errol)
What obstacles do you anticipate and how can I help? (Errol)

Errol estimates that he spends roughly 50% of his time talking to people, nudging work and encouraging people.
Whilst Kevin sees his role primarily as a people leader: being able to read people and adapt to their individuality is
essential, and to galvanise them behind your vision.
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Ps Richard has a lovely approach to help his team curate and then take creative ideas into implementation:

•
•
•
•

What are you trying to achieve through this idea? OUTCOME
How does it fit into the other activities already underway? CONNECTEDNESS WITH STRATEGY
What values underpin this initiative? VALUES
Establish boundaries, and then let the individual decide on how it all gets done with as much or
as little support as required by the individual.

Team meetings
Kevin holds a 32-person team meeting every other week with 2 core objectives:
•
•

Transparency on the figures and performance
Learning – learning about new technology and learning for their personal development.

His view is that personal development and fulfillment can’t be given to others, but as a leader you can lead them
there. The key is progress, in them as individuals or in their jobs and he is cognisant that his role is to help them
both make progress and recognise their progress to keep them motivated.
Collaboration also comes in times of crisis. Leaders need to create openness and trust with their teams so that
they will be told bad news or uncomfortable truths. Creating this sacred space can make or break a leader and a
business. If your employees know something has gone wrong or will go wrong shortly and are too scared to speak
up or give you feedback, you are in a very dangerous space. In my experience, speaking up to the wrong leader can
mean getting your head chopped off! But this isn’t the case with the leaders who are future fit. It is impossible to
know everything and be everywhere, so you need to rely on people across the business to both “handle things”
and to know when to speak up. Dom recounted her personal experience in a previous company where she was
comfortably doing her job out on a client site, whilst the organisation around her was breaking. Facing the choice
of whether to speak up and risk being either ignored, placated or silenced or stay quiet and sharpen her CV; she
bravely skipped a layer (who was not listening) and voiced her concerns to the out of country regional director.
Speaking up took courage and was uncomfortable, but the director who was wise enough to listen was then able
to act. This lesson in leadership shaped Dom’s own eagerness to have an approach that welcomes feedback and
uncomfortable truths.
Kevin is generally a very open person and is quite happy being vulnerable and showing his own weakness. With
this example, his team don’t hide their failures. He has invested time training his team to use words like “we have
a problem (details) and this is the solution I propose (details)”, if they don’t come with a solution initially, he will
prod them to come back with a solution. This empowers them to be creative and to work collaboratively with
others to come up with a solution. His own level of self-awareness means he controls his facial expressions and
posture. In many cases our words say one thing, our bodies and faces are saying quite another. Shock, disgust,
disappointment, and panic are all very easy to read on someone’s face and in their voice; so, creating an
environment where people tell you the reality without fear requires leaders to be self-aware of what their faces &
bodies are saying. Kevin likes to keep the bigger picture in mind in moments like these: do I want an empowered
team who solve problems independently? Or do I want a scared team who I rescue on a regular basis and whose
success rests on my abilities?
Errol’s crises and moments of truth can be life or death, with multi-story cranes collapsing or tunnels falling in.
“The team has to trust me. Things go wrong, that’s life. Tell me; tell me the details; the sooner you do, the easier it
is to resolve. We focus on the resolution, not the problem.” His world is far from being a desk-jockey, so his first
question is always, “Is everyone ok?”; then his focus moves to getting the details and resolving the issue. The core
value of “act with positive intent” is at the heart of the company and even more so when crises hit. “I really, really,
really, really, really (he was very clear) want people to tell me the problems so we can solve them.”
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Top Tips

•
•
•
•

Collaborate on a shared set of core values that make expected
behaviours explicit.
Role model a respect for diversity and different opinions and expect the
same from your teams.
Create a space for collaboration to take place, be it virtually or in face to
face meetings. Create both the container and adopt a coaching style.
Be open to hearing uncomfortable truths and react with a future
orientation.

4. Be a continuous learner
With the pace of change and the amount of information coming at people daily it is incredibly difficult to stay
abreast of relevant information. Constantly feeling overwhelmed in the face of a deluge of emails, updates, pings
and reminders is most people’s reality. So how do future fit leaders manage?
All the leaders I spoke to are readers. And they are all passionate
listeners. This makes for a potent combination. They seek wisdom from
various sources and incorporate what they find into the way they run
their business. “Wresting with how to be a better leader is profoundly
important”, says Errol.
How they do this is somewhat varied:
Kevin is passionate about podcasts and audio books. He listens
voraciously in the car and when he runs. He subscribes to podcasts like
Cloud Cast, Tim Ferris, TED and Ultimate Health (reflecting his diverse
interests and aptitudes).
Ps Richard lets Twitter curate his content. He has invested time in
identifying thought leaders and voices he wants to hear from, follows them and uses Pocket App to store the
reading he wants to do later.
Dom has self-confessed FOMO (fear of missing out) so reads articles and news daily from her short list of curated
content. She engages with peers and family in the industry to learn what is new in “sound bites” and then
shamelessly repurposes that content.
Cathy is obsessed about staying relevant. This isn’t an age thing or an experience thing but is driven by her natural
curiosity. She is a listener. Apart from reading books, she attends Gartner and Strategic Thinking Leadership forum
events.
Errol says that he “deliberately listens harder” than bosses he has experienced in the past. This active listening to
what is happening in his business and in the world helps him to hear past the obvious and engage with the content
more actively. He is aware that his industry, whilst fundamentally will stay the same (“holes still need to be made
in the ground”), the way the business runs will likely change, and he wants to be the guy who makes the wave,
rather than being hit by it.
Top Tips
Learning agility is without doubt a standout characteristic of future fit leaders:
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•
•
•

Prioritise content
Find a way to learn that suits your life and learning style
Listen hard

5. Foster creativity and innovation
It isn’t called the Innovation age for nothing. Innovation will be the key to
success in this era of rapid technological advancement and adoption. Leaders
today need to become shepherds of innovation. Shepherds get the flock
headed in the desired direction and then get out the way, following behind
the flock – helping those that fall behind or stray.
Most companies operate in a “business as usual” mode, but organisations
with future-fit leaders recognise that innovation will differentiate them and
ensure sustainable competitive advantage. But innovation is not only being
the “Uber” of the industry, it also lurks in small steps to be better and more
efficient every day. So how do our leaders create an organisation that is ripe
for innovation?

Develop a tolerance for failure
“An essential aspect of creativity, is not being afraid to fail.” - Dr Edwin Land,
American inventor and scientist in the 20th Century.

Cathy says that one of her biggest strengths is humility and the
ability to say, “I made a mistake”. With this attitude and
openness, people engage with her differently and are excited to
bring their ideas to her, even if they don’t work. This tolerance
for failure is a hallmark of Future Fit leaders. Innovation and
creativity are bed-fellows with risk and failure; you can’t have
one without accepting the other. Leaders who openly share their
own failures after trying something new create a canvas for
others to experiment more. Errol says you have to “Be at peace
about failure. Some ideas will fail, crash and burn!”
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Be curious
Cathy gets bored easily and is very observant of what other
companies are doing. She loves watching adverts because they
spark ideas. She puts crazy ideas to her team and watches their
reaction. She likes doing things differently and asks lots of
questions.
One of the
practices
which I
loved in the
interview is
Cathy’s
determination to speak the least in every meeting she goes
to. This curiosity to hear from others and to create space
for others to share their opinions and ideas is fertile soil for
innovation to flourish.

Provoke creativity
At Franki, Errol asks people: “How can this thing you are
doing, be done better?” He believes it is important to be intentional about innovation. If left alone, people will do
the same thing in the same way without question. As a leader you need to provoke innovation in those who are
stuck or entrenched in the system. “It is my role to create an environment that is friendly to innovation, and then
intentionally get out of the way!”
Cathy provokes creativity in her team by occasionally saying deliberately controversial statements to provoke new
thinking and help them to think through alternatives. There are many in her team who are stalwarts, dependable
and super smart in many ways but not creative. She likes to pull them into a more creative space by getting them
to stretch their ideas and approaches. Cathy believes strongly in playing to people’s strengths, but equally wants to
encourage people to stretch into creativity.
At DUO, they are very aware that they may not invent the next new
thing, but can approach the same things differently, using a novel angle
that is interesting and colourful. It is important that leaders know where
people fit into the creative process. Not everyone is an idea generator,
and it is great to be creative, but you need to be pragmatic around
implementation too. Dom uses Google Doc’s on the Cloud platform to get
the team to share ideas. She has found that it works well to “give people
a framework and then let them fill in the blanks”. DUO are open with
communicating what needs to get done and giving everyone access to
contribute to or take on responsibilities. “People see their ideas in action
and the next time they provide more ideas,” she says.

Deal with obstructionists
“It’s hard to lead people who don’t want to let go of what was,” says Dom. One of the hardest parts of being
innovative is dealing with people who either are holding fast to the past or can’t see beyond what could go wrong.
Ps Richard is a visionary leader with lots of creativity. He says it is impossible to think through every angle when
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moving forward strategically, “I know the next steps, and am often met with: have you thought about…. And the
creativity killer: BUT.”
“It is very hard for young people with bright ideas to get their ideas heard in established, process heavy,
hierarchical organisations,” says Errol, “There are so many seasoned professionals looking for reasons why ideas
won’t work and as a result the bright young people get frustrated and leave”. As a leader it is imperative to be
creating the environment where ideas are heard, and to role model this from the top. Errol is determined to “listen
hard”. He wants to be more open to ideas than his predecessor and simplify processes that constrain creativity.
Kevin’s self-awareness to manage his reactions when people share their ideas and to hold the creative space safe,
is key.

Be Passionate & Brave
Having ideas and hearing ideas is one part of fostering innovation. The
other side of the coin is the determination and perseverance to push them
through to implementation. Ps Richard recognises the difference between
people who talk about creative ideas and the creative ideas’ people who
make things happen. “There are plenty of ideas around, but you have to
be driven and passionate about pushing an idea through. Stuff doesn’t
happen easily, there are obstacles after obstacles.” Richard says you have
to have “Passion for the job you’re in. You won’t look for new ideas,
evaluate and explore, if you are not passionate”. Dom talks a lot about
being BRAVE: “If you are not brave to take a risk, you will miss what is
possible.”

Top Tips:

•
•
•
•
•

Get comfortable with failure, fail fast and develop personal
resilience to bounce back fast. Role model resilience to failure.
Be curious and genuinely interested in what people think. Ask for
input from quiet people in smaller forums or 1 on 1. Be alert to the
quiet ones, they are the ones who think!
Provoke creativity using questions like: How could you do this
better?
Don’t be an obstructionist. Use the “yes, and” approach used in
improvisation workshops, to expand thinking rather than shut down
ideas.
Be courageous. Leading in the future is not for sissy’s.

Conclusion
Future fit leaders have adopted a growth mindset and developed skills that enhance the human element of
business. With technology and data driving so many business decisions, and reports emerging with speed and
accuracy, future fit leaders find ways to get each person in their orchestra to jam in a way that allows for selfexpression, whilst keeping the overall vision and direction inspirational and motivational. Future fit leaders are
self-aware and have highly developed interpersonal skills on top of sound business management acumen. When
you look around your organisation and look in the mirror…. Are you future fit?
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