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INTRODUCTION 
In the words of the late business guru Peter Drucker, “Culture 

eats strategy for breakfast.” Then, it has technology for lunch and 

products for dinner.  

Research has confirmed this. According to the 2011 edition of 

Booz & Company’s Global Innovation 1000 study1, “… companies with 

unsupportive cultures and poor strategic alignment [about half of 

those participating in the study] significantly underperform their 

competitors. If more companies could gain traction in closing both the 

strategic alignment and culture gap, not only would their financial 

performance improve, but the data suggest that the potential gains 

might be large enough to improve the overall growth of the global 

economy.” 

Innovation is a key part of the business strategies of many 

organizations. Their ability to execute this strategy depends on cultural 

alignment; that is, on having a culture in which innovation and 

innovators can thrive.  

This book, which began life as a series for All Together, the blog 

of the Society of Women Engineers, aims to help organizations create 

and sustain such a culture. The topics covered here – what innovation 

is, what a culture of innovation is, how collaborative leaders create 

cultures of innovation and the importance of inclusion, and ways to 

measure innovation have applicability to leaders as well as followers in 

all professions and industries. As you read, please think conceptually 

about how these topics have relevance to you and your situation. 
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CHAPTER 1 
What Exactly Is 

Innovation? 
Does the pace of change in today’s world make you dizzy? The 

innovations in computer and internet technology alone are enough to 

overwhelm all but the most tech savvy among us.  

It wasn’t always like this. (OK, Boomer!) When many baby 

boomers entered the business world full-time (back in the dark ages), 

things changed, of course, but at a snail’s pace compared to today. 

Today, every company, regardless of its maturity or that of its 

industry, has to scramble to differentiate and compete successfully. 

The marketplace is constantly demanding new products, services, 

business models, processes, and creative ideas. Recent emerging 

trends, including globalization and shifting technology – not to mention 

the fear of appearing obsolete or out-of-date – have increased the 

push for efficiency and effectiveness. We all know the buzzword for 

staying ahead: innovation. 

But what exactly is innovation? 

 

Innovation: ideas – 

research – design – 

leadership – culture 

– collaboration… 
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You may think of innovation as simply a new idea, device, or 

method, or the application of better solutions or of changes made to 

an existing product, idea, or field of endeavor. But there actually are 

three types of innovation: core, adjacent, and disruptive. 

Improving the value and efficiency of a process, product, or 

service is an example of a core innovation; one that involves making 

an incremental change.2 Think dishwasher detergent in a packet that 

eliminates mess and waste, or a whole roasting chicken in a bag that 

can be popped right into the oven. 

Adjacent innovation is the term used when a company 

reimagines an existing product and puts it to a new use. Think Proctor 

& Gamble’s Swiffer. This replacement for the traditional mop 

eliminated the need to clean the mop head, a step research showed 

was taking more time than actually mopping the floor. Another 

example of adjacent innovation is the Reebok Pump, a new basketball 

shoe that used an inflatable cushion around the ankle to reduce 

injuries. 

And then there’s disruptive innovation, a term coined by 

Harvard professor Clay Christensen. It describes “a process by which a 

product or service evolves over time, following a path from the fringe 

(the low end of the market or a new market) to the mainstream, 

eroding the first incumbents’ market share and then their 

profitability.”3 

A good example of disruptive innovation can be found in the 

story of Netflix and its disruptive path to displace Blockbuster Video. 

Netflix began by offering a large inventory of movies for rent. 

Customers waited days to receive the movies in the mail, but could 

rent more than one movie at a time. You sent one back, had at least 

one in reserve, and Netflix sent the next one. You managed it all 

online. The service appealed to a narrow audience who didn’t care 

about the latest movie releases, were early adopters of the DVD 

player, and were rapidly embracing online shopping. 

At this point, Netflix wasn’t a threat to Blockbuster, so 

Blockbuster chose to ignore this upstart company and did they get 
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their comeuppance! When Netflix took advantage of new technology 

and shifted to streaming videos over the internet, the company began 

to appeal to Blockbuster’s core customers. It was all downhill for 

Blockbuster after that. 

Innovation can be 

something revolutionary like 

internet movie streaming. But 

more often it’s core innovation 

and it’s as simple as a staff 

member coming up with an idea 

for eliminating unnecessary work 

– like doing away with a report no 

one reads. Or it’s making a 

Today, every 

company must 

innovate to 

differentiate 

and compete 

successfully. 

suggestion that improves the value and efficiency of necessary work, 

such as identifying and removing redundant steps in a process.  

We tend to think of engineers when we think of innovation, and 

engineers are uniquely positioned to innovate. After all, engineers 

have been responsible for many of the world’s greatest inventions and 

technology, from space shuttles to air conditioning systems to bridges. 

At the root of these big-picture accomplishments are teamwork, 

creativity, and problem-solving prowess, staples of every good 

engineer’s toolbox.  

But people in all professions, whether it be housekeeping or 

horticulture, are capable of coming up with and executing good ideas 

if the organization has a culture of innovation. A definition of an 

innovation culture is the topic of the next chapter. 
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CHAPTER 2 
What Does a Culture 

of Innovation Look 

Like? 
In Chapter 1, we defined innovation. In this chapter, we’ll get on 

the same page about the nature of an innovative culture.  

Kim Cameron and Robert Quinn, professors at the University of 

Michigan, are gurus on the topic of organizational culture. One of the 

reasons their work has endured is that they combine solid academic 

research with practical business application. 

They define culture as “an enduring set of values, beliefs and 

assumptions that characterize organizations and their members.”4 

Stated more simply, culture is the way work gets done in an 

organization. And if the work you want to get done is innovation, you 

need a culture that supports it. 

But what does a culture that supports innovation look like? Let’s 

first turn to what Cameron and Quinn have developed: a research-

based model called the “Competing Values Framework” or CVF, which 

is a powerful tool for assessing and depicting organizational culture. 

Here’s what Cameron and Quinn discovered: every organization 

struggles with the question, “What does ‘good’ look like?” In other 

words, “How will we know what makes this organization truly 

effective?”  (By the way, if you want to convince a culture-skeptic in 

your organization to pay attention, the term organization effectiveness 

is more likely to resonate with them than the term culture. Once 

you’ve hooked them, you can help them see culture isn’t just about 

the “soft” stuff.)  
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The CVF (Figure 1) is the model Cameron and Quinn came up 

with to answer the question of what makes an organization effective. 

They defined four cultures, one in each quadrant of the graph. We’ve 

labeled the cultures Collaborative, Innovative, Results-driven, and 

Structured. 

 
Figure 1: The Competing Values Framework 

At Talent Strategy Partners we use the CVF as the foundation for 

our tool Culture Engine™. Culture Engine operationalizes the CVF, 

giving leaders guidance to explore specific questions about the current 

culture and right culture to support the future direction of the 

organization: 

• How much flexibility do we currently give people to get 

their jobs done? How much flexibility should we give 

them? And how do we establish the right balance of 

control to allow the desired flexibility without creating 

chaos? 

• What’s the right amount of focus on internal cohesiveness 

that won’t result in taking our eye off the ball of our 

external marketplace? 
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Leaders consider a series of choices relating to flexibility vs. 

control and internal vs. external focus. Culture Engine’s algorithm plots 

their choices on the graph, and the result is profiles of their current 

and desired cultures that help them identify the gaps. 

Typically, every organization has elements of all four cultures 

with emphasis on one or, sometimes, two cultures. No big surprise, to 

nurture innovation the Innovative culture must be prominent. But 

innovation also requires a heavy dose of Collaborative culture balanced 

with a lighter dose of Results-driven and Structured cultural 

characteristics in order to avoid chaos. 

Because a picture is worth a thousand words, let’s look at a 

Culture Engine profile (Figure 2) that represents an ideal innovation-

supportive culture. It’s based on first-hand experience and research 

into the thinking of others on the topic. 

 

Figure 2: An Ideal Innovation Culture Profile 
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Cultures of innovation are: 

• Predominantly Innovative: Original ideas are generated 

and executed. Creativity and risk-taking are fostered. 

Failure is expected as a natural part of the development 

process. The focus is to ideate and develop products that 

generate new markets, new customers, new opportunities. 

The growth strategy includes acquisition.5  Speed and 

agility are tempered with process and risk assessment. 

Intrapreneurial effort, experimentation, and achievements 

are recognized and rewarded. The innovation process is 

streamlined to consistently identify the best projects and 

move them forward efficiently. 

• Strongly Collaborative: There is teamwork among business 

and functional units, across geographies, and with external 

partners.6 Communication is open and transparent. 

Employees are involved and committed. Mutual trust is 

high. People are truly empowered with responsibility and 

the authority to get things done. 

• Explicitly Results-driven: Innovation is clearly 

communicated as an expected result. Shifting marketplace 

and customer demand sets the pace. Goal achievement is 

recognized and rewarded. Metrics are used to fuel 

innovation. 

• Moderately Structured: There is a sustainable balance 

between operational excellence and innovation.6 

Operational excellence, with its focus on quality and 

efficiency, is required to drive financial performance. There 

is also a balance between out-of-the-box thinking and 

sound management principles. Managers are 

“ambidextrous,” able to function in both the operational 

world and the innovation world. The streamlined 

innovation process is coordinated to ensure it stays lean, 

organized, and smooth-running. 
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A cautionary note about the Results-driven and Structured 

cultures: while an innovation culture requires these for balance, they 

can be viewed as the “bad guys.” Too much emphasis on these will be 

a real drag on innovation. We’ve observed this especially in large 

companies where the key success factor is “making the numbers” 

and/or there is a big bureaucracy with lots of red tape. Innovation and 

innovators have a hard time thriving in this kind of environment. 

Creating an innovation culture, or any other culture for that 

matter, is rarely the result of a grassroots effort. Usually, the leaders 

of an organization are the ones who create the culture. They set the 

tone by demonstrating, and being the role models for, the right 

characteristics. In the next chapter we’ll look at these characteristics, 

drilling down to the specific behaviors that matter most for an 

innovative culture – for both leaders and their teams. 
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CHAPTER 3 
Creating Cultures of 

Innovation: What 

We Can Learn from 

Collaborative 

Leaders 
In the previous chapter, we described in detail what an ideal 

culture of innovation looks like. In short, it’s a culture where people 

have the freedom and encouragement to ideate – to think creatively – 

and to test out and develop their best ideas – to innovate. In this 

chapter, we’ll focus on collaboration, specifically how a different 

approach to leadership can drive change and innovation. 

Collaborative 

leadership 

addresses the need 

to craft innovative 

cultures.  

Most of our findings come from two research studies and are 

detailed in books by Carol Vallone Mitchell, a Ph.D. in organizational 

psychology and co-founder of Talent Strategy Partners. Dr. Mitchell’s 

first book, titled Breaking Through Bitch: How Women Can Shatter 
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Stereotypes and Lead Fearlessly7 looks at on gender differences in 

leadership. Demand from male readers of Breaking Through Bitch for 

“the book for us,” led to Dr. Mitchell’s most recent book, Collaboration 

Code: How Men Lead Culture Change and Nurture Tomorrow’s 

Leaders8. Collaboration Code explores how men can lead effectively 

without dominating. 

The conclusion of both studies is that some leaders have a 

“secret sauce” for creating sustainable cultures of innovation. 

As with all sauces, there is a combination of ingredients. But what they 

boil down to is collaborative leadership. Let’s look at the recipe.  

Not surprisingly, key ingredients for the sauce are the same for 

executive men and executive women: inclusiveness, minimizing 

hierarchy, empathy, self-awareness, cultivating shared accountability, 

and creating a nurturing environment. The nuances differ based on 

sex. But, as with any good sauce, the real secret is in the blend of 

herbs and spices. A blend of the behavioral nuances of both men and 

women produces strong collaborative leaders.  

Inclusiveness: The Inclusive Leadership Handbook: A 

Theoretical Framework9 says: “Inclusive leadership is critical to 

leverage diverse thinking in a workforce with increasingly diverse 

markets, customers, and talent. Being an inclusive leader means 

challenging and empowering.”  

Dr. Mitchell’s research reveals that collaborative leaders are 

inclusive leaders. They share power and responsibility, and they tap 

into the wisdom of their team members, encourage collective problem 

solving, and allow solutions to develop from among the best ideas of 

the group. They pay attention to what others are saying, solicit others’ 

opinions before sharing their own, and speak out about diversity, 

inclusion, and corporate social responsibility. They are champions of 

their organizations and work to make everyone feel a part of it. 

The Inclusive Leadership Handbook affirms these findings and 

describes inclusive leaders as those who take conscious steps to break 

down barriers for people at risk of being excluded from society. They 

embody a leadership approach that appreciates diversity, invites and 
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welcomes everyone’s individual contribution, and encourages full 

engagement in decision making and shaping reality. 

Minimizing hierarchy: Collaborative leaders deemphasize 

status differences. By diminishing hierarchy and the boundaries it 

creates, they empower people to act. These leaders go out of their 

way to acknowledge and engage people at all levels of the 

organization. They show high regard for all, without consideration for 

their background or position on the corporate ladder. They build 

connections with and among staff members, by establishing common 

ground and creating a platform for casual conversations about mutual 

interests that builds rapport.  

Breaking down hierarchical 

boundaries requires humility. But 

you can’t be humble unless you’re 

confident in yourself. Both the 

men and the women in Dr. 

Mitchell’s research show strong 

self-assuredness that is a blend of 

confidence and humility.  

Collaborative 
leaders have the 

“secret sauce” for 
creating sustainable 

cultures of 
innovation. 

Another study, the 2014 Eve of Change10 says: “Humility, often 

considered a weakness, is the new power tool in leadership. In this era 

of flat organizations and a flat world where everyone is called upon to 

collaborate and work effectively across [functional] silos, humility is a 

critically important skill. When used strategically, humility fosters a 

vibrant environment where it’s ‘safe to make change and to break 

some things’ – fertile ground for innovation.” 

Empathy: Empathy allows leaders to relate to others. Their 

ability to sense what others are feeling helps them identify boundary-

reducing connections. With direct reports, this creates a sense of 

teamwork and belonging. With peers and those above them in the 

organization, making these connections result in a strong ability to 

influence out and up. 

Empathy is also evidenced in concern for people. Collaborative 

leaders pay attention to what others are feeling, considering what it’s 
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like to “walk in their shoes,” and using that understanding as a basis 

for a functional, positive relationship. They look to improve others’ 

work experiences and help make their lives better. 

Combined with listening and respecting all, empathy conveys to 

others that one cares, is interested and understands. By building trust 

and effective relationships, these traits are essential for leading highly-

diverse, multi-generational teams.  

Self-awareness: As described in the Inclusive Leadership 

Handbook, practicing self-awareness is a process of personal 

development that aims at becoming or improving as a collaborative, 

inclusive leader. It’s about having an open mind and learning or 

unlearning in order to act in an authentic way. This includes knowing 

individual strengths, values, and convictions, as well as limitations, 

fears, stereotypes, and prejudices.  

Collaborative leaders are aware of how they are perceived, 

according to Dr. Mitchell’s research. This allows them to recognize 

their impact on others and modify their behavior to put others at ease 

and create a sense of relatability and approachability. They use humor 

to put people at ease. They show vulnerability, admitting mistakes, 

accepting and learning from criticism and different points of view, and 

not needing to have all the answers or prove themselves. This allows 

them to focus on others, get beyond self-interest, and adapt to new 

challenges.  

Cultivating shared 

accountability: An imperative to 

organizational success is everyone 

taking accountability. Collaborative 

leaders cultivate shared 

accountability by sharing power and 

information. When they delegate, 

they make sure their delegates 

“Humility, often 
considered a 

weakness, is the 
new power tool 
in leadership.” 

understand exactly what they want to achieve, then they give the 

delegate autonomy to choose an approach that fits their own style.  
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But collaborative leaders don’t abdicate accountability, they 

share in it. When someone is struggling, they ask, “How can I help?” 

And they regularly follow up to ensure progress.  

Collaborative leaders also reinforce accountability by focusing on 

purpose and building common support for goals. They set the tone for 

the team by helping everyone reach their goals. By truly empowering 

others and showing confidence in their capability, collaborative leaders 

actually make people feel more powerful. 

Creating a nurturing environment: Collaborative leaders are 

culturally savvy and keen observers of group dynamics. This enables 

them to understand the most effective courses of action, making sure 

people with divergent views have a seat at the table. Researcher after 

researcher has reported that a diverse group of people, with their 

different perspectives, generate more and better ideas. Collaborative 

leaders appreciate everyone’s contribution and inspire innovation by 

involving people, especially those at risk of being excluded from 

society.  

Innovation happens only when there is a trusting environment. 

Collaborative leaders build trust. By building connections with and 

among employees, these leaders create change and innovate while 

working to balance the needs of all and make everyone feel like a 

valued part of the organization. The result is a culture where people 

are willing to take risks and where the innovators – those with the 

crazy ideas – can flourish.11  

Collaborative leaders also believe in putting people in the driver’s 

seat so that they learn. They give them the freedom to make their own 

decisions. If this leads to failure, rather than punish the person, they 

help them learn from the mistake, make a course correction, and 

move on.  

Collaborative leadership in a nutshell: Dr. Mitchell sums it 

up this way: “…today’s organizations need leaders who are proficient 

in these collaborative skills…. Warren Bennis, an expert on 

organizational leadership, called this an egalitarian age that requires a 

new style of leader…. Enterprises of all sorts are working to increase 
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innovation…. Leaders have to let go of power to open those creative 

channels…. Leaders cannot just do what has traditionally worked in the 

past.” 

This chapter has focused on leadership as the linchpin in creating 

an innovation culture. What is equally important is followership. A 

well-functioning innovative culture needs followers – team players – 

not just leaders. Author Rob Ashgar writes12: “A skilled follower helps 

an inexperienced leader to shine. As the leader grows in skill, …she is 

then able to help the followers shine. And as they all grow in 

experience and skill, the interplay grows more productive….” 

How leadership style creates team players is the topic of the 

next chapter.
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CHAPTER 4 
Collaborative 

Leadership: How it 

Drives the Behaviors 

of Those They Lead 
In chapter 2, we described in detail what an ideal culture of 

innovation looks like. In short, it’s a culture where people have the 

freedom and encouragement to ideate and to test out and develop 

their best ideas. And in chapter 3, we talked about the characteristics 

of collaborative leaders, leaders whose inclusive style builds innovation 

cultures. In this chapter, we’ll discuss how the behaviors of 

collaborative leaders rub off on those they lead – a requirement for 

creating and sustaining an innovative culture. 

 

“Culture is the 

shadow of the 

leader.” 

Larry Senn, a pioneer in the field of organizational culture says: 

“Culture is the shadow of the leader.” Dr. Mitchell agrees, saying: 

“[Collaborative leaders] set the tone for the behaviors of others, a 

tone that allows innovation to blossom, nurtures the development of 
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[individuals] and teams, and creates engagement.” The Inclusive 

Leadership Handbook affirms this: “They act as role models whom 

others will follow to create similar inclusive surroundings.” 

Leaders create the culture – the acceptable way of working in 

the organization. Rarely does a culture bubble up from below. Even 

the most entrenched cultures change when new leaders, with 

leadership styles different from those of their predecessors, take over 

an organization. Succeeding in any culture means fitting in, taking 

cues from the leader – following the leader’s example by behaving and 

doing things the way the leader does.  

Too often, organizational cultures suffer from the unhealthy 

effects of poor leadership. For example, a belligerent leader creates a 

culture in which people don’t speak up because they dread “setting the 

boss off.” An indecisive leader casts a shadow of risk aversion. A 

leader who has no tolerance for mistakes creates a “culture of fear.” 

All of these are antithetical to the tone that must be set to spur 

innovation. 

How, then, does a leader cast a shadow that creates a culture of 

innovation? By adopting collaborative behaviors – inclusiveness, 

minimizing hierarchy, empathy, self-awareness, cultivating shared 

accountability, and creating a nurturing environment. When leaders 

demonstrate these vital behaviors, they rub off on those around them. 

As inclusive leaders plant the seeds that will grow into more inclusive 

actions, an innovative culture takes root.  

Think of it as the behavioral equivalent of Newton’s Third Law of 

Motion – forces come in action-reaction pairs – with a key difference. 

The reaction of staff to the behaviors of leaders is not opposite, it’s 

parallel. People will adopt behaviors that are complementary to those 

of the leader. 

So, let’s think about what the leader’s actions look like when 

they are demonstrating these six vital behaviors and what their team 

members are likely do in reaction to them. 
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The examples above are leadership behaviors that, if 

demonstrated consistently, can create cultures that allow innovation to 

thrive.  

Anticipating and delivering on the changing needs of clients and 

customers requires that companies not only innovate today but are 

poised to innovate into the future. It all begins with strong and 

inspirational leaders. 

Of course, it doesn’t happen easily or overnight. Leaders must 

examine their own behaviors and deliberately modify them as needed 

to create and sustain this innovative culture. They must “walk the 

talk,” communicating verbally, as well as through their actions, their 

expectations for how the team members should act. And leaders must 

not only plant the seeds for innovation, they must consistently nurture 

and support innovators. 
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CHAPTER 5 
Measuring 

Innovation  
Now that we have a clear idea of what innovation means and 

what behavioral skills contribute to an innovation culture, the big 

question remaining is, “How do we know if we’re innovating?”  

Peter Drucker’s familiar quote, “You can’t manage what you can’t 

measure” is true. And what gets measured is what gets done. Metrics 

of innovation may include:13
 

• Leading indicators: the percentage of employees trained in 

the process for innovation, the size and strength of internal 

and external collaborative ecosystems, the number of 

meaningful ideas in the pipeline, the balance and robustness 

of the pipeline, and the rate of idea commercialization. 

• Lagging indicators: revenue from new products, profit impact, 

the effect of innovation on brand. 

The metrics listed above are examples of indicators that 

innovation is already taking place. But we should also measure the 

development, the process of innovation. Sound tricky? Let’s break it 

down. 

As we discussed earlier, creating an innovation culture requires 

cultivating an atmosphere for change: a culture where mistakes and 

failures are expected and seen as learning opportunities, a culture of 

experimentation, a culture that thrives on collaboration. The journey to 

an innovation culture is like any other journey. It requires a 

destination and milestones – measures of progress – that can be 

tracked, reported, and understood by leadership. 
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Measuring an intangible such as culture change isn’t easy, but it 

is possible. You can apply a numerical system to it, as I’ll outline 

below, but keep in mind that the real measure of progress won’t be 

numeric. The evidence will be observable changes in the way things 

are getting done. 

Start with the destination; that is, the goal. Every organization’s 

goals should be the growth of the organization’s innovation potential, 

and rooting out the structural and leadership barriers that will slow or 

stop progress. To do this you first need to understand where your 

organization is right now. Through an evaluation, you establish a 

baseline. Then, after a reasonable period of time, you repeat the 

evaluation and see how far the needle has moved. The pace of change 

is different for every organization, so you need to determine what’s a 

reasonable time period for yours. In general, though, you’re probably 

looking at six months to a year. 

The Rainforest Scorecard14 

is an excellent evaluation tool. It’s 

the brainchild of Henry Doss and 

Alistair Brett, partners at 

Rainforest Strategies, LLC, where 

they focus on applying innovation 

science to developing innovation 

ecosystems – what they call 

Rainforests. 

You can use the Rainforest 

Scorecard to assess your 

organization’s readiness to 

innovate. Its beauty lies in its 

The journey to 
an innovation 

culture requires 

measures of 

progress that 

can be tracked, 

reported and 

understood by 

everyone. 

ability to generate a quantitative baseline for measuring progress 

without getting so hung up in the numbers that it gets in the way of 

managing the process. 

You can download the book and scorecard here: Rainforest 

Scorecard Assessment. 

https://iei.ncsu.edu/wp-content/uploads/2015/03/T20059_RainforestScorecardAssessmentBook.pdf
https://iei.ncsu.edu/wp-content/uploads/2015/03/T20059_RainforestScorecardAssessmentBook.pdf
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There are two versions of the scorecard in the book: a short 

form and a long form. Both forms address six categories of innovation: 

• Leadership 

• Frameworks, Infrastructure, and Policies 

• Resources 

• Activities and Engagement 

• Role Models  

• Culture 

To get the most benefit from the scorecard: 

• Have a diverse group of people complete the assessment. 

Invite people from R&D, sales, marketing, manufacturing, 

management, and other functions. Aggregate the results 

to obtain the most objective view of the organization. 

• Start with the short form. It will reinforce the concepts 

that are key to innovation. 

• Use the scorecard to get a sense of your organization’s 

strengths and Achilles’ heels. You can look at this from a 

category level – for example, leadership overall – or you 

can zero in on a particular item, such as “Overall, 

leadership promotes innovation.” Either way, your areas 

of strength will be those where your scores are highest 

and your opportunities for improvement will be those 

where your scores are lowest. 

• The scorecard has built-in “weights” by virtue of the total 

maximum points available for each category. Culture is 

the most heavily-weighted, followed by Leadership. 

Frameworks, Infrastructure, and Policies and Resources 

are equally weighted just behind Leadership. Least heavily 

weighted, but not unimportant, are Activities and 

Engagement and Role Models. Keep these weights in mind 

as you look at the scores. If your highest scores are in the 

most heavily-weighted categories of culture and 

leadership, you can pat yourselves on the back. 
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• But don’t be too quick to celebrate. Even in a highly-

scored category you may have an Achilles’ heel. Look 

closely at the scores on the items in each category for 

ones that pose potential roadblocks to your journey 

toward innovation. 

* * * * * * * 

This brings us to the end of this e-book, Say ‘Yes’ to Innovation. 

Here are the key points to take away: 

• Innovation takes many forms, from incremental 

improvements to blockbuster products. 

• Innovative cultures are creative, risk taking, and 

collaborative. 

• Leaders create and sustain the atmosphere for innovation. 

• There are six vital innovation skills –inclusiveness, 

minimizing hierarchy, empathy, self-awareness, cultivating 

shared accountability, and creating a nurturing 

environment – that leaders and followers alike should 

develop. 

• And finally, you can’t manage what you can’t measure. The 

journey to innovation requires measures of progress that 

can be tracked, reported, and understood. 

In writing about these points, we hope we’ve challenged your 

thinking, given you ideas, and provided you with a few tools to help 

you start or continue your journey to a culture of innovation.  
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