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		Work Place Innovation

	

	
		Welcome to this module- Employee Workplace Innovation where we will focus on innovation at the level of the individual employee. [image: Lightbulb with light streaks circling around it.]Photo by SUNBEAM PHOTOGRAPH on Unsplash Innovation can be addressed at the organizational level with a focus on its outcome (i.e., product or process innovations) (Baregheh, Rowley, & Sambrook, 2009). Such an approach often centres on research and development, the innovation process, and, it also involves technical employees, top-level management and innovation managers. Thus, the focus of this approach is on decision-makers and those employees who are directly involved in the innovation process.
 The past decade has seen a new school of thought that extends the scope of employee involvement in innovation across the organization, ultimately seeking to engage all employees in the workplace. This approach recognizes that all employees, regardless of their position, can add value to the organization through mobilizing new ways of working which are developed through workplace innovation as a
 Social Process Social Process “denotes continuous, interconnected social activities and agency through collective action.” (Todorova, 2014, p. 2)
 in the workplace (Oeij, Dhondt, Pot, & Totterdill, 2018).
  
  
	

		


		
	
		
			
	
		

		Introduction

								

	
				In this module, we will introduce key terms and concepts for employee-led workplace innovation and illustrate them through case stories, videos, and online resources. All the skills, knowledge, and mindsets you develop here will readily transfer to work domains beyond this course.By the end of this module, you will have the opportunity to: 	Define employee-led workplace innovation
 	Describe how organizations can engage every employee in innovation opportunities
 	Recognize the importance of individual employees’ contributions to innovation
 	Recognize the value of individual-level Job Crafting to foster creativity
 
 Lesson Plan:
 To complete this module, you need to work through the following two lessons. Be sure to go through the linked articles and videos, also answer the embedded test questions before moving on to the next topic:
 Lesson 1.1: Workplace Innovation by Employees 
 The various concepts of employee Workplace Innovation will be discussed in this section. You will be presented with cases to reflect on the application of the theory.
 Lesson 1.2: Job Crafting 
 The concept of Job Crafting will be introduced in this section as the simplest form of employee Workplace Innovation. We’ll use examples to demonstrate the knowledge and skills you can apply in Job Crafting.
 
  
	

			
			


		
	
		
			
	
		

		

								

	
				 
 Lesson 1.1 Workplace Innovation by Employees 
  
 [image: a work desk with 3 individuals behind it, 5 laptops and work-related items i.e., headphones, pens and papers together with coffee and smartphones on top.]Photo by Marvin Meyer on Unsplash What is Workplace Innovation?
 Please take a minute to think of what words comes to your mind when you think of Workplace Innovation.
 
  
 A closer look at the definition of “innovation” at the organizational level shows an expectation of a successful outcome which takes the form of product, process, position or paradigm innovation. This results in gaining a competitive advantage or market share, hence, we often hear that organizations need to innovate to survive in today’s competitive environments. Nevertheless, focusing on innovation beyond economical or market gain directs us to view innovation as a social process, through which employees can improve the quality of their own work-life and add value through improved performance towards the organizational mission.
 We’ll use the term Workplace Innovation to refer to Workplace Innovation led by employees (as it used in Europe):
 Workplace Innovation is the employee-led social process of mobilising new ideas to create better work (Carey, 2017). The twin goals of employee Workplace Innovation are to improve both the quality of work-life for employees and organizational performance for employers (Totterdill, 2020).
  
 To be more specific:
 “Workplace Innovation is defined as a social process which shapes work organisation and working life, combining their human, organisational and technological dimensions. Examples include participative job design, self-organised teams, continuous improvement, high involvement innovation and employee involvement in corporate decision making. Such interventions are highly participatory, integrating the knowledge, experience and creativity of management and employees at all levels of the organisation in a process of co-creation and co-design.” Dortmund Brussels Position Paper on Workplace Innovation (Dhondt et al, 2012, p. 2).

 
 
  
 Application of Theory Here are two illustrations of how to engage employees in workplace innovation, followed by a question to test your understanding of similarities and differences in the two examples.
 	Please read this article, or see the embedded video link [NewTab] on the application of workplace innovation produced by Euronews in 2015 tells the story of Arginta Engineering, an integrated manufacturing company in Europe, and how they incorporated workplace innovation practices at the individual, organizational and process levels to improve their workers’ engagement and commitment as well as the quality of their offerings. Please take a few minutes to read it through.
 	Another example of workplace innovation implementation is the effort by the UK’s Met Office – Britain’s central Weather agency – to initiate a culture of innovation within their workplace. Watch this video [New Tab] developed by EUWIN in 2015 for more details. (video transcript available[NewTab])
 
 A closer look at the two cases (The Met Office and Arginta) reveals that different approaches have been adopted for engagement with workplace innovation. In the case of Arginta, a top-down approach to implementation of workplace innovation practices has been adopted, whereas in The Met Office, a group of innovative employees decided to initiate a culture of innovation within their workplace.
 
 
 Test your knowledge
 What was the common denominator in both cases (The Met Office and Arginta), without which workplace innovation would be less likely to happen?
 		management support
 	innovative managers
 	centre for research and development
 	innovative employees
 
 
 
 Answer :
 Management support. As you can see in both cases, management support and involvement are deemed key to implementation. Further, both cases reflect the efforts to engage employees. One way to improve employee satisfaction and engagement is through Job Crafting which we will discuss in the next section.
 Other answers:  Consider the key element (a person? A team?) to allow change within any organization and try again!
 
 
 
 Components of Workplace Innovation 
 Workplace Innovation Europe identifies the following four components of workplace innovation:
 		employee-driven innovation and improvement,
 	jobs, teams & technology
 	organizational structures, management and procedures,
 	co-created leadership and employee voice
 
 
 
 When integrated together, these four components will lead to effective workplace innovation for organizational and employee value. This short animated video by Workplace Innovation Europe (EUWIN) explains how all of these fit together. (They label this integration as the “5th Element” of employee workplace innovation.)
 The first component above, employee-driven innovation and improvement is the focus of our modules. However, the capability you develop in this course can only create value when the organizational context encourages, supports and recognizes innovative employee behaviour.
 Workplace Innovation is a Social Process
 Workplace innovation is a continuous process and results in improved organizational performance and quality of life (EC, 2020). Rather than looking for a one-size-fits-all specification of ‘workplace innovation’, we are better served by thinking about workplace innovation as a process with key characteristics that will look different depending on context. We are calling this a ‘social process’ and as we will see below, the ‘social’ aspect is critical because workplace innovation is not about a ‘lone inventor’ sitting in a vacuum coming up with good ideas, but a process of refining, testing, and working those ideas with a collective and then putting those ideas to work.
 You should note that the use of “Workplace Innovation” as defined above originated in Europe. In North America, you will also find organizations using that same phrase with a different meaning: innovation in workspace design which often encourages more employee-led innovation. For example, see this promotional video by Dell Careers which illustrates Dell’s approach to fostering employee creativity through workspace innovation with new physical spaces promoting collaboration and flexibility.
 Finally, it’s important to note that Workplace Innovation is a team sport: the image we might have of ‘the lone inventor’ is replaced by a team of people who apply their different skills, perspectives, and ways of thinking to create the better work result. In the process, the team typically creates new knowledge. That knowledge can be related to the context of our particular workplace or organisation; it can also have larger impacts when our team comes up with new ideas of broader applicability. Thus, a defining characteristic of workplace innovation as we are describing here is the direct involvement of the workforce in carrying out ­– and being responsible for – the process of mobilising new ideas to create better work. The collective is key!
 In addition to creating an environment that fosters creativity and innovation, some organizations allow their employees to follow through with larger entrepreneurial ventures. When such ventures are being developed within an organization they are often referred to as “corporate entrepreneurship” or “intrapreneurship”.
 
	

			
			


		
	
		
			
	
		

		

								

	
				Lesson 1.2 – Job Crafting
 “Job Crafting” refers to the act of changing one’s job in a personalized way, with an intention of improving performance for the organization and quality of work life. Many organizations have already incorporated training and opportunities for Job Crafting into their personnel policies (although not always in ways that build and support broader workplace innovation capability).
 [image: A close wooden shed with a sunflower drawn on it together with a writing which reads as [Always Room to Grow]]Photo by Kyle Glenn on Unsplash In other words, Job Crafting can be defined as “taking proactive steps and actions to redesign what we do at work, essentially changing tasks, relationships, and perceptions of our jobs (Berg et al., 2007). The main premise is that we can stay in the same role, getting more meaning out of our jobs simply by changing what we do and the ‘whole point’ behind it.” (Moore, 2020)
 Tims and Bakker (2010) definition of Job Crafting is “an employee-initiated approach which enables employees to shape their own work environment such that it fits their individual needs by adjusting the prevailing job demands and resources.” (p. 2)
 The importance of Job Crafting for workplace innovation lies in the fact that “as employees craft their own jobs, they create scope to be more innovative at work (e.g., incorporating work tasks that will prompt innovative thoughts; crafting relationships with colleagues who can champion innovative ideas; focusing on skills that can be applied to a creative outlook on new products and processes in the organization; and adopting a view of one’s work role that will spur the
 engagement in innovation for the organization, overall).” (Bindl, Unsworth, Gibson, & Stride, 2019, p. 609)
 Watch this YouTube video for an introduction to Job Crafting. As depicted in the video there are various skills you can apply in Job Crafting: task crafting, relational crafting and cognitive crafting, and the additional approach of skill crafting (recently documented by Bindl et al. (2019)):
 	task crafting takes place when an employee deviates from work tasks as formally outlined and makes changes to the scope, number or type of the task they are required to carry out
 	relational crafting takes place when an employee makes changes to the way they interact with others
 	cognitive crafting takes place when an employee rethinks their position; i.e., changes their perception of the job they carry out
 	skill crafting takes place when an employee tries to broaden or improve their skill set so as to better their performance and prepare themselves for broader job responsibilities
 
 Please note that job crafting can only take place where management is supportive of employee-led improvements and that job crafting should always be undertaken in dialogue with management. Given that implementation of job crafting is often at the discretion of employee’s direct manager and taking into consideration individual characteristics, inclusivity and equity, ideally,  organizations should adopt a systematic approach to job crafting where all employees are mandated and invited to implement job crafting.
  
 To be more specific:
 Each aspect of Job Crafting can further take the form of promotive or preventive redesign efforts, or, as Bindl et al. (2019) refers to them, promotion-oriented job crafting and prevention-oriented job crafting.

 Promotion-oriented job crafting results in employees adding to and/or extending certain aspects of their job; e.g., tasks, social interactions or skills. Likewise, prevention-oriented crafting leads to avoidance behaviour towards negative outcomes and or the minimization of such outcomes. Therefore, prevention-oriented individuals might strategically craft their tasks, relations or skills to avoid undesirable outcomes. The Bindl et al. (2019) study further suggests

 “that both promotion- and prevention-oriented job-crafting forms (of task, relationship, skill, and cognitive crafting) will have a positive association with innovative work performance, because both can enable greater attention to the activities that constitute innovation. ….For instance, employees might seek out broader and new relationships with other individuals at work who have diverse expertise and could be sources of new ideas (promotion-oriented relationship crafting), to explore a wider set of skills at work that could extend one’s ability to innovate (promotion-oriented skill crafting), to add to a work situation by enriching one’s tasks and trying new activities that could result in innovation (promotion-oriented task crafting), or by thinking about one’s job from a wider, broadened perspective so as to spark creative options (promotion-oriented cognitive crafting), which all could increase innovation.” (p. 609)

 
 
  
 Application of Concepts Read this article[NewTab] by Dutton and Wrzesniewski (2020) who first documented Job Crafting some 20 years ago to learn about Rachel, Candice and Jake’s job crafting efforts.
 
 Exercise: Read the two stories below from employees of a local company located in North Bay. Then, answer a question about each story before moving forward in the module.
 An Example of Job Crafting by a New Employee
 Many people, when they hear of a career in accounting, they think “boring and stagnant.” The industry is very systematic and rigid with rules, regulations and reporting standards, which can be very daunting for industry professionals. As a recent accounting graduate, Sarah, who had very little experience in the industry outside her degree, started in her new role as a public accountant. Here is a summary of how she transformed some aspects of her work:
 	Sarah is a person who enjoys connections with people and helps out in any way she can. Every time she felt negative about her new job, she started to re-examine the purpose of her work, how she can help businesses to correctly file taxes. She started to realize how her job can make an impact on others. She began to craft her job to see it as an opportunity to rise to the occasion and use her files as a way to help her clients and fulfill her desire to help people in her everyday life. Further, through her interactions with clients, Sarah began to appreciate how her clients depended on her to finish their year-end and corporate taxes for their businesses.
 	Sarah also began to make more connections with her coworkers which allowed her to learn from them to broaden her knowledge and experience through multiple projects. This made her see how she could enjoy and appreciate the way she chooses to carry out her work, and this further impacted her productivity and engagement at work.
 	Finally, Sarah began to take it upon herself to help her firm in their hiring and recruiting process because she enjoys creating connections with others. She used these connections from her past to recruit new hires and gain attention from the local university during the process. This created a new path and another aspect of her job that made her feel fulfilled by helping her firm to connect with new opportunities.
 
 Test your knowledge
 In getting involved in the hiring and recruitment process Sarah has adopted which types of job crafting? Select all that apply.
 	Task crafting
 	Relational crafting
 	Skill crafting
 	Cognitive crafting
 
 Answer :
  
 Task crafting, Relational crafting, Skill crafting
 Sarah has made changes to her work tasks. She is learning new skills and she is making new connections as a by-product of this new responsibility and this has ultimately made her feel fulfilled.
 
 
  
 An example of Job Crafting in a Highly-Regulated Profession
 Ariana is a Chartered Professional Accountant currently thriving in the public sector of accounting at a local firm in North Bay. Over the last 5 years, Ariana has crafted her role considerably while finding herself improving the firm’s workplace processes along the way. She is well-respected and valued at her firm by clients, coworkers, and the partners themselves.
 Ariana has heard others in the accounting profession state that accounting is too rigid and systematic to allow space for workplace innovation, including job crafting. For example, there is a general impression that work on organizational financial audits has little variation from year to year. However, in Ariana’s view “you do what you need to do to get the job done while confirming that the financials are reasonable and fairly stated and abide by the regulations”. For her, this means that there can be some room for different processes, templates, and methods but with a similar purpose and end result. Read through Ariana’s crafting efforts (listed below) and identify what type of job crafting she has instigated.
 	Ariana has taken her strengths and applied them to this concept. She has crafted tasks and opportunities outside the requirements of her job to satisfy her needs and play to her strengths. For example, she found that by adjusting firm-standard spreadsheets to include more detail, the status of the work items on her projected job schedule can be better monitored within each project. This also helps to better allocate resources within each project for future years, which is not a requirement of her job but is something she has crafted to incorporate her own strengths.
 
 	Ariana also created a template for electronic notes that help her coordinate through the client files she is working on. She colour-coordinates the notes by section, importance, communication, and completion. This reminds her, or the next person who works on that client file, of tasks or issues that can be avoided or need to be dealt with in the future, with solutions and time allocation. This streamlined work process has improved productivity within the workplace.
 
 	One of her other strengths is her relationships and connections with others. Ariana took it upon herself to manage the productivity of client files and provide updated templates, notes, spreadsheets, and material to help her coworkers and to support the training of new staff. This gave her the satisfaction that she was making a difference by helping others around her with what she found to be a better practice of work. With time, people looked to her for advice and followed in her footsteps of crafting their positions to fill their needs while still completing the requirements of their job as well.
 
 By integrating aspects of the strengths she appreciates, Ariana had made her job more enjoyable. What she has implemented has been a model for others to follow and she continues to be greatly respected in her office. With increasing productivity and more precise projections for allocation of resources and files, the firm can better understand and achieve goals and increase profits for the future.
  
 Test your knowledge:
 Read Ariana’s case story carefully and identify two types of job crafting. Please explain your rationale.
  
 Closing Remarks
 Job crafting is the simplest form of workplace innovation. At the organizational level, it can be encouraged by allowing more autonomy and ownership to employees over their work. At the employee level, it can be achieved by employees’ evaluation of various aspects of their mindset, tasks, skills and goals to implement positive change. The goal is fulfilment for employees and improved performance for employer.
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		Introduction

								

	
				In this module, we will focus on innovation capability, the various forms of employee engagement with workplace innovation, and more specifically innovation adaptation.
 Encouraging and supporting employees’ creativity and innovative ideas contributes to innovation capability. As we noted in the previous modules, an individual’s engagement with creativity and innovation in the workplace can take many forms. Initially, you can be creative and craft your own best way to contribute value. Over time, as you become more comfortable with innovation activities, you might pursue your own intrapreneurial ventures within your workplace – entrepreneurial ventures developed and launched within an organization (also known as “corporate entrepreneurship”) .
 There are other forms of engagement between these two end-points (job crafting and corporate entrepreneurship) with different degrees of uncertainty and different resource requirements (such as time needed to explore fully an innovation opportunity or possibility). In this module, we will introduce a ladder of opportunities (see Figure 2.1) that illustrates a set of workplace innovation scenarios with their varying levels of resources needed, uncertainties to be addressed, and potential impacts that could be achieved. You will also encounter Innovation Adaptation concepts and cases as these are the next step for you to consider on the ladder of opportunities in workplace innovation.
 [image: a two-dimensional coordinate system, the horizontal line (x axis) is captioned Team Size and Diversity, the vertical line (y axis) is captioned Complexity and Uncertainty. In the middle (on x=y) there are 5 images of employees working together as it moves up the team size, and complexity of the tasks seem to increase]Figure 2.1, Workplace Innovation Activities as a Social Process (Baregheh and Carey, 2021) 
 
 Module Learning Objectives:
 By the end of this week’s module, you will have the opportunity to:
 	Discuss individual and team Ladder of Opportunities
 	Explore Innovation Adaptation opportunities (illustration and practice cases)
 	Clarify the strategic importance of developing organizational innovation capability and how this can be achieved in the workplace
 
 To complete this module, you need to work through the following three lessons. Be sure to go through the linked articles and videos, also answer the embedded test questions before moving on to the next topic:
 Lesson 2.1: Innovation Capability
 The concept of innovation capability will be defined along with its various attributes.
 Lesson 2.2: Ladder of Opportunities
 The various levels of engagement with workplace innovation will be illustrated through our ladder of opportunities
 Lesson 2.3: Innovation Adaptation
 Innovation adaptation will be introduced and illustrated through two case studies. Various reflection opportunities are provided.
 Lesson 2.4: Understanding Yourself as a Workplace Innovator
 Innovation roles and motivators will be introduced and discussed.
 
 
	

			
			


		
	
		
			
	
		

		

								

	
				Lesson 2.1 Innovation Capability
 Innovation capability refers to an organization’s capacity to innovate; more specifically, it “refers to a firm’s ability to generate innovation through continuous learning, knowledge transformation, creativity, and exploitation of internal and external resources available to the firm” (Iddris 2016, P. 246). Accordingly, innovation capability is positively linked to organizational performance (Saunila et al., 2014; Aas & Breunig, 2017). To learn more, please watch this video by Dr. Dave Francis on the roots of innovation capability: https://vimeo.com/126670220.(video transcript available [NewTab])
 When taking a closer look at innovation capability, the following elements, identified by Lawson and Samson (2001) and Saunila & Ukko (2012) stand out:
 	 	Components of Innovation Capability 
 	Lawson and Samson (2001) 		vision and strategy
 	harnessing the competence-base
 	organizational intelligence
 	creativity and idea management
 	organizational structure and systems
 	culture and climate, and
 	management of technology
 
  
 	Saunila & Ukko (2012) 		Creativity
 	Motivation
 	Leadership
 	Communication channels
 	Idea creation and assessment
 	New products or services
 	New procedures or ways of action
 
  
  
 Table 1. Elements of organizational Innovation Capability
 Note that there are some elements that are consistent across both studies (such as creativity or idea generation).  Where do you think these similarities and differences stem from? Perhaps the difference lies in the angle the authors have taken in their view of innovation capability where the former focuses on climate/setting of development of innovation capability, while the latter is result-orientated and focuses on outcomes that lead to innovation capability. Nevertheless, both studies highlight that the decision to develop innovation capability is rooted in organizational strategic direction, culture, and values. Although the decision to develop innovation capability starts from the key decision-makers within the organization, employees are key pillars in achieving it.
  Application of Concepts
 In what ways might organizations encourage employees to be creative and innovative? Can you think of any such approaches?
 Feedback: How might job crafting be used as a tool to motivate employees to generate ideas, to be creative and to improve organizational performance? From example cases provided in section 1.2, you should now have a sense of how change in any of its forms and sizes can motivate individuals and have positive impact on performance, or how it can improve a workplace. Even failure of ideas can result in learning, and allows us to reevaluate and move forward in another direction.
 
 
	

			
			


		
	
		
			
	
		

		

								

	
				Lesson 2.2 Ladder of Opportunities
 Organizations can develop innovation capability by encouraging creativity, idea generation and product and process innovations, creating the potential for employees to become agents of change (Saunila & Ukko, 2012). These tactics can become various forms of employee workplace innovation. However, the efforts to develop innovation capability can be limited based on the availability of resources and the associated complexity and uncertainty of the project. This, in turn, is an indication of the impact and scope of change (Tidd and Bessant, 2020) as depicted in Figure 2.1. It is, therefore, necessary to focus on employee workplace innovation within the boundaries of the required resources and an organization’s capacity to make resources available. More specifically, organizational resources may include human, tools and technology, and capital, as well the associated level of risk. The greater number and value of the resources required, and the higher or more threatening the risks involved, the larger the potential scope and impact on the organization. Different organizations and leaders will have different thresholds for using resources and taking risks.
 It should also be noted that not all employees will have opportunities to engage in workplace innovation since the activities required must be supported by management (Khan and Mohiya, 2020). In its simplest form “support” could be the direct manager’s acceptance or encouragement of Job Crafting. As innovation projects become more complicated, they may require broader organizational support. In that case, bureaucracy can be an impediment to creativity and innovation, which is often the reason why large organizations lag behind startups and smaller organizations which can, by design, be nimbler and more adaptive.
 [image: a two-dimensional coordinate system, the horizontal line (x axis) is captioned Team Size and Diversity, the vertical line (y axis) is captioned Complexity and Uncertainty. In the middle (on x=y) there are 5 images of employees working together as it moves up the team size, and complexity of the tasks seem to increase.]Figure 2.2: Workplace Innovation Activities as a Social Process (Baregheh and Carey, 2021) In the previous module (Workplace Innovation),  we looked at job crafting as the simplest form of employee workplace innovation. As we move up the ladder of opportunities, we will consider innovation adaptation. The skills and knowledge you develop in each step of this Ladder will provide a base for the next tier (Figure 2.2). Adoption of these practices at the organizational levels lend themselves to the development of organizational capability for employee workplace innovation.
 
	

			
			


		
	
		
			
	
		

		

								

	
				Lesson 2.3: Innovation Adaptation
 In the first step of our ladder of opportunities (see Figure 2.1) we looked at job crafting (in the previous module). Job crafting refers to the act of changing one’s job in a personalized way, with an intention of improving performance for the organization and quality of work life. At this stage, we will move a step up and focus on innovation adaptation where employees will scan their internal/external environment to identify any adaptation opportunities to be implemented in their workplace.  Of course, in response to such needs as improving performance, introducing new products, or solving an operational problem.
 As with most innovations, there will be opportunities to test them out and to improve upon them. Innovation Adaptation is the process of taking ideas from a previous innovation for use as core concepts that can be tailored to fit the challenges and context that are now being addressed. Organizations scan the market on a regular basis to identify what their competitors are working on to stay one step ahead of them. What we often observe is that one organization will introduce a radical innovation and other organizations will follow suit and copy/adapt the idea with some variations. However, organizations must ensure that they are not violating copyright or patent laws as they differentiate or iterate on other organizations’ innovations. For example, iRobot’s Roomba, a robot vacuum, The idea of robotic vacuums was earlier introduced by Electrolux and Dyson, albeit not successfully. See http://www.vacuumcleanerhistory.com/vacuum-cleaner-development/history-of-robotic-vacuum-cleaner/
 was previously introduced by Electrolux and Dyson but unsuccessfully. Since Roomba’s introduction, many other companies have introduced robotic vacuums differing in various attributes such as price point or functionality. Nevertheless, iRobot has kept its market leadership over the years.
 To better understand the process of employee-led innovation adaptation, consider the following Case Study:
 I. Case Study: From Red Box to Orange Box 
 Our first case study of Innovation Adaptation will illustrate some of the benefits and challenges of adapting an innovation from one context to another. We begin with an innovation in work practice at Adobe Systems, inventors of the PDF format and producers of the software packages Photoshop and Acrobat Reader (which most of us use to read PDF files).
  
 [image: a red giftbox]Red Box Photo by Karolina Grabowska from Pexels Use this link (https://www.youtube.com/watch?v=VU4XYGuUh_0)  from the Red Box image to the right to see a short video introduction by the originator of the innovation. This initiative was wildly successful, and Adobe made it available for other organizations to use with the name Kickbox.
 Now that you understand the basic structure of the innovation, let’s look at an adaptation by another technology company, Mastercard International (in the financial services sector). Below, you’ll be asked to identify some of the changes they made to fit the Kickbox ideas into their different context, and then to pick which company you would rather work for based on what the changes tell you about the two companies.
 Mastercard’s Orange Box
 At Mastercard, individuals or teams with promising ideas are awarded an Orange Box containing a $1,000 pre-paid card and tools to help them explore their idea and hone a pitch in 60 days. Almost all participants form teams because the time commitment for the “promising ideas” is so large.
 If the pitch is approved, the team receives a Red Box, which contains $25,000 and 90 days to develop their project further, with the goal of presenting the concept to the Mastercard Innovation Council.
 Finally, the projects that win the council’s approval receive the ultimate prize: A Green Box. These ideas are accepted for “incubation” with MasterCard’s commitment to adopt the idea and to invest appropriate resources to support it.
 During the adaptation process of the Red Box to Orange Box, the Innovation Council leader initiated a number of other changes to make it more “Mastercardy” – fitting in to the company culture and structures this resulted in the following additions to the Orange Box in comparison to the original Adobe Red Box:
 	Mentor: Inside a packet emblazoned with the warning “In case of emergency, break seal” is the name of a company employee assigned as a mentor. These mentors are assigned to teams to actively guide them through the first 60 days with the box, and are accountable for the quality of the output once their help is requested.
 	Timer: A countdown timer is set to the end of the 60 days when the presentation of results is to occur.
 	60-Day Guide: The box contains several booklets with titles like, “Bad is Good: Go on, get the bad ideas out of your system.” Another booklet outlines what makes a good idea.
 	Mandatory Check-ins: Even though each team has a mentor, they still have mandatory check-ins with the leader of the Innovation Council. According to Mastercard “The intention is to ultimately make sure we have something tangible at the end of the 60-days to react to, so we can decide if we’re going to give them a Red Box, which has 25 times the money in it. It’s stepping them toward the idea of an incubation.”
 
 Excerpted from How Mastercard Adapted the Adobe Kickbox Innovation Kit.  Blog post at Innovation Leader9[NewTab], 6/4/2020
  
 Application of Concepts
 From this description of the Mastercard Red Box experience, list the two adaptations you think would be most important to you if you were a Mastercard employee given the information presented here.
 Feedback: Your answer will be very personal. Here are two examples:
 You may have noticed the increasing degree of structure in the Mastercard version, with three stages (Boxes) and a stronger degree of oversight (Mentor, Innovation Council).
 You may have also noticed the stronger emphasis on collective innovation, through the expectation for team work rather than just individuals and the early involvement of others outside the team (the Innovation Council and its leader).
  
 
  
 Application of Concepts Based on the examples from Kickbox and Mastercard, how do you think the two companies’ workplace cultures differ? Which do you believe would be a better fit for you? Why? (If neither is a fit for you, please explain).
 Feedback:
 There is, of course, no ‘right’ response to this question: Different people will benefit from different kinds and degrees of structure in the workplace innovation process.
 Consider, also, that the differences between the Kickbox models indicate that the organizations were asking different questions. The original Adobe Kickbox model seems to ask, “What if our employees felt more empowered to engage in self-directed innovative behaviour?”
 On the other hand, Mastercard seems to address a bigger “what if?” question such as “What if our employees felt more empowered to engage in self-directed innovative behavior and were more supported by our management structures in seeing those ideas through to implementation”? …
 For yet another adaptation of the KickBox concept, review this one from high-tech company Cisco Systems [NewTab]. Consider how this example reflects the company’s distinctive culture and processes.
 
  
 Key Lessons Cisco’s Use of the Kickbox Model:
 	You have to adapt the innovation to your organization’s culture, processes, etc. A program like Kickbox will be a success if it feels authentic to your company, so it’s important to tailor Kickbox to fit into your culture. Every company has a way it communicates with employees. At Cisco Systems, they kept the structure, but modified the language so that they talked about things in a way that would resonate with employees (Goryachev, 2017).
 
 	In any adaptation,it’s necessary to maintain the core principles that made it work:  “While adapting is an essential part of success, it is important to keep the core of the program” (Goryachev, 2017).  According to Mark Randall, the originator of the innovation at Adobe Systems, “If your program does not have the main elements – being available to all employees, having no limits on projects pursued, and including a seed budget in advance of having ideas – then you just have some colored cards and a box, but you don’t have Kickbox” (Goryachev, 2017). (Refer back to this comment when you are asked to fill in your responses to the third example below, from a university context.)
 
 II. Case Study: Innovation Adaptation in Post-Secondary Education Teaching and Learning through Peer Instruction
 Peer Instruction [PI] was developed by Eric Mazur in the early 1990’s for use in large lecture classes of his introductory physics courses at Harvard University with the aim of engaging students in their own learning in lecture-based classes. In a PI class, the instructor delivers short lectures (7–10 minutes) followed by a series of multiple-choice conceptual questions (Crouch and Mazur, 2001) based on the lectures. Students first think about the question and answer it individually – often using a personal response, or “clicker,” system – then discuss their answer with a nearby classmate, and, finally, revise their answer (Dancy et al, 2016).
 Based on student responses to the multiple-choice questions, the instructor may decide to move on to the next topic or to continue with the current topic. The goal is to ensure that students are becoming more comfortable with the content. Research studies have shown that PI is successful in improving student learning of physics content and reducing the gender gap [related to success in Physics courses] (Lorenzo et al 2006).
 Innovation Adaptation: What is Core?
 Suppose one of your instructor’s is trying to adapt Peer Instruction in one of your classes. There are a number of good reasons to consider modifying the original innovation-Peer Instruction:
 	Differences in learning skills, learning styles or background Physics knowledge between different countries, institutions, degree programs etc.,
 	Cultural differences, e.g., students from a specific country may have different expectations than international students
 	Different disciplines may require different approaches to teaching and learning; i.e., if the class is in a subject area other than Physics, other adaptations to the model may be required. (e.g., Luxan, 2018).
 	Additional research might be applicable to you class and therefore would require adjustment of the Mazur model (e.g., Shell and Butler, 2018).
 
 When considering how the instructor might adapt the PI model for specific students, there is also the possibility that some adaptations will introduce obstacles to achieving the intended success of the innovation. A common example is an adaptation that drops or replaces one of the core features and then fails to achieve the desired improvements in learning. When that happens, the instructor making the adaptation may believe that peer instruction doesn’t work as it should with realizing how their approach invalidated the original results.
 For Peer Instruction in Physics, there are nine core features such as those shown below.
 [image: ome details of 9 core features for Peer Instruction is presented as follows: Adapts: Instructor adapts instruction to student responses on in-class tasks, Answers not graded: Students are not graded on in-class tasks, Commit to answer: Individual students have a dedicated time to think about in-class tasks and commit to answers independently before discussing with classmates., Conceptual tasks: Uses conceptual questions for in-class tasks, Tasks draw on student ideas: In-class tasks draw on common student prior ideas or …]Figure 2.3. PI essential features in Physics (Dancy et al, 2016, p. 5) This list comes from a research study by Dansi et al. (2016) exploring how well Physics instructors preserved the 9 Core Features when they made adaptations designed to fit into their classroom contexts. Some of the instructors reported that they continued to use Peer Instruction (70%) while others indicated they had tried it but no longer used it (30%).
 From detailed interviews about how Peer Instruction had been implemented, the researchers calculated the following results for how many of the core features were preserved:
 	Core Features 	Proportion of Instructors 
 	  7 – 9 	33% 
 	4 – 6 	43% 
 	0 – 3 	4% (and yes, there really was someone claiming to use PI with 0 of the core features included !)
 
  
  
 In addition, none of the instructors who described themselves as former users of Peer Instruction had actually used more than 6 of the 9 core features. Given the varied use rates of the model, the question becomes whether instructors presumed the model did not work for them or if they used the model but did not adapt it for their specific group of students.
 To summarize, one of the results from this case study was a set of guidelines for documenting the essentials of an innovative instructional (Khatri et al, 2016) to increase the chances of success for future adaptors. You won’t always be this fortunate with your Innovation Adaptations, as many innovators describe their innovation in terms of “here’s what we did and what resulted,” without explaining – or perhaps even realizing – which elements were core to the success. Additional study and context is always helpful when trying to modify an innovation, especially when it is being adapted for use in a different situation.
 Application of Concepts Recall from Lesson 2.2 that the innovation challenges and activities in Innovation Adaptation expand on the Job Crafting challenges and activities on two dimensions: (i) increased team size and diversity and (ii) increased complexity and uncertainty. For each of these dimensions, describe the effort required in Innovation Adaptation for Peer Instruction in a course you are taking.
 Feedback:
 (i) Team Size and Diversity:  There will be three main participants involved in this Innovation Adaptation:
 	the university as “Manager” specifying the work to be achieved (e.g., the description in the University Calendar of the course topics and learning outcomes) and the resources available (e.g., time available for innovation, teaching assistant support)
 	the instructor as “Worker” who has some measure of discretion about how to carry out the work of teaching to align with personal teaching strengths, topic of the specific class session, etc.
 	Students as “co-workers” in the work of learning are critical to the desired results. Adding students into the context of the work of learning offers new perspectives and issues for any planned changes in the work of teaching and learning. For example, for some students the very idea of a change in their customary learning experiences can provoke resistance to innovation unless the benefits to them are clear and compelling (e.g., Ellis, 2005). In other cases, student learn better with specific styles of teaching and therefore they might be averse to the innovation(s).
 
 (ii) Complexity and Uncertainty: A new instructional method must improve experiences and results across these three team elements (manager, worker and co-workers) and within the diverse student group who will likely have differing perspectives on what they consider to be valuable results and rewarding experiences. Any proposed innovation will have to be tested in low-risk settings first to avoid imposing undue risk on students.
 
 A Systemic Approach to  Innovation Adaptation: Will it Work Here?    
 Employee-led Innovation Adaptation is an important strategy in many industries, especially where professional development activities expose employees to promising new ideas with potential adaptability for local contexts. In not-for-profit sectors, Open Innovation is the title often attached to this sharing of new work practices and tools (and their local adaptations).
 In 2008 the Agency for Healthcare Research and Quality (AHRQ) developed a Guide: “Will it Work Here? A Decisionmaker’s Guide to Adopting Innovations“. If you are interested in Healthcare you can access the entire report here, but we also feel there is value in ‘adapting’ the findings as a more general checklist for Innovation Adaptation.
 The Guide is designed to facilitate use by busy decisionmakers, layering questions for consideration to allow users to select an appropriate level of detail. We do not expect readers to read the entire document from cover to cover. The Guide uses a modular format that permits readers to move around the text. The four primary modules are guided by the following questions, which we have structured as a Checklist for Innovation Adaptation teams:
 		Does the innovation fit? 	What is the innovation?
 	Does it further our goals?
 	Is it compatible with our organization?
 
 
 	Should we do it here? 	What are the potential benefits?
 	What are the potential costs?
 	Can we build a business case?
 	What are the risks?
 
 
 	Can we do it here? 	Are we ready for this change?
 	What changes will we have to make?
 	Do we have the ingredients for success?
 
 
 	How will we do it here? 	How will we measure the impact of the innovation?
 	Can we try the innovation first at a small scale?
 	How will we implement the innovation?
 
 
 
 
 
 Adapted from: Brach, C., Lenfestey, N., Roussel, A., Amoozegar, J., & Sorensen, A. (2008). Will it work here? A decisionmaker’s guide to adopting innovations. Washington DC: Agency for Healthcare Research and Quality US Department of Health and Human Services. https://innovations.ahrq.gov/guide/guideTOC
  
 Closing Remarks
 In pursuit of innovation at times employees/organizations can look outwards for inspiration by exploring what works for competitors or even think outside the box to determine if there is potential to adapt an existing innovation from another sector or market. This requires careful examination of the core principles of the innovation and how it was implemented in the original context, but also careful examination of their context to determine if there is a fit. Of course, there is room to change the innovation to some extent to fit their specific context, but this needs to be done with utmost care as too much change might lead to the loss of the core principles.
 
  
 
	

			
			


		
	
		
			
	
		

		

								

	
				Lesson 2.4 Understanding Yourself as a Workplace Innovator
 Your capability to engage with innovation in the workplace – and in your other roles as a community member and global citizen – includes Skills, Knowledge, Mindsets and Experiences. The previous Lesson focused on what you can do as a workplace innovator, reflecting on the Skills and Knowledge you have developed from your innovation experiences (in this course unit of elsewhere).
 In this Lesson we will be focusing on the notion of Innovation Mindsets, with specific reflection on the innovation roles where you see yourself as best contributing and on what motivates you as a workplace innovator.
 We’ll be using innovation resources about these topics from Australian and Canadian workplaces. In addition to your own self-reflection, these topics can be added to your resumé and discussed in job interviews.
 Which innovation roles are a good fit for you?
 
 If our goal is to “Encourage Every Employee to Play a Role” in workplace innovation, we need to  recognize that “there are many roles and contributions people make, which are of equal value. That means that most, if not all, employees in your organization can have a role to play, which is why innovating really can engage and inspire everyone in your workplace. We’ve identified some of the important roles. Any one person may be a combination, depending on the situation.”
 Understanding which roles fit you best can help you in mapping out your future innovation experiences. The reflections in this lesson can also help prepare you to answer potential questions about your innovation roles in future job interviews or discussions with workplace colleagues. This section contains a simple thought experiment to help you in reflecting on how you would  answer such questions.
 The quotes in the previous paragraph come from one of the leading Australian knowledge sources on workplace innovation, the Hargraves Institute for Innovation. Here are some of the roles they have identified and typical comments to indicate that someone has taken on the role:
 Opportunity Finder:    Wouldn’t it be good if…
 Ideas Person:              Why don’t we…? Why can’t we…?
 Connector:                  Have you talked to? l know someone who…
 User:                           How would we use it? What would it cost?
 You can see the other workplace innovation roles they suggest in the What’s Your Role section of their Innovation Mindset webpage (Hargraves n.d.). Any such list of roles will likely describe many, but not all, of the roles which emerged in your individual and team innovation projects (either for you or for someone else)
 Application of Concepts What additional roles in workplace innovation have you observed in your innovation projects?
 Prototyper:       I can build a low-fidelity model for a quick walkthrough test.
 Presenter:        I can put together a persuasive case for investing in the next prototype stage.
 Tester:              Here are the key issues that we need to test for Feasibility as soon as we can
 Reflection Exercise: Now think about how you would  answer the following two role-oriented interview questions:
 	Which roles from your expanded list are you keen to take on? Why?
 	Which roles from your expanded list are you not keen to take on? Is that because they don’t appeal to you, or you don’t feel prepared to take them on, or because you have found in past experiences that other team members were better suited to that role?
 
 What motivates you as an innovator?
 
 This is another important question for you to answer to help you  “know yourself” as an innovator, which you may also be asked in a job interview where workplace innovation is an important topic (for you and/or the interviewers). You will also want to think about the other extreme: what kinds of situations or experiences are likely to restrict or reduce your motivation as an innovator.
 In this section, we’ll be exploring some new Canadian research (Soleas, 2022), that surveyed responses about motivating and demotivating factors from a broad spectrum of workplace innovators (as identified by their employers and work colleagues, not just themselves!). Unlike much of the past research on innovation, the development of this Motivation to Innovate Inventory included “a diverse, heterogeneous sample comprised of individuals of many culture and faith groups, balancing gender, and spanning many disciplines, thus enabling it to more accurately reflect the demographics of Canadian and global society”(Soleas 2020, p. 19).
 Here are the four key factors identified in the survey research as influencing Motivation to Innovate. The first three are positive factors for proficient innovators, who indicated high levels of agreement with these statements; the fourth factor is a negative factor, i.e., proficient innovators generally expressed low levels of agreement with these statements. The example survey questions used as illustrations for each factor can help you to think more deeply about how your own reactions to various internal and external events could lead to more – or less –motivation to innovate.
 Expectations for successin innovation
 Example survey questions in this area to which workplace innovators responded  positively:
 	I am skilled at solving problems in novel circumstances.
 	My capacity to innovate has improved over time.
 
 It was interesting to note that past innovation roles influenced Motivation to Innovate more from their impact on future expectations than from the degree of success of the innovations themselves.
 Intrinsic valuefrom innovation experiences
 Example survey questions in this area to which workplace innovators responded  positively:
 	I find the process of innovating personally rewarding (regardless of the outcome).
 	I take pride in innovating.
 
 As with  the  previous factor, the  intrinsic value perceived by the innovators seemed to be more important than the extrinsic value generated by their work.
 Extrinsic valuefrom innovation experiences
 Example survey questions in this area to which workplace innovators responded positively:
 	Being innovative is important to how I am perceived by my peers.
 	Innovation helps me stay a step ahead of the competition.
 	To be successful in my job, I must innovate.
 
 Costsassociated with innovation experiences
 Example survey questions in this area to which workplace innovators responded  negatively:
 	I am afraid to try out novel ideas because of the implications if I fail.
 	Innovation can be difficult for me because it involves challenging the status quo.
 
 Researchers are investigating further into the ways different people experience these internal costs (how it made them feel) and external costs (the impact on others). This is an area of research that has only come to  prominence recently, as our thinking about innovative capability has shifted from a perception of innovativeness as an innate trait to a view of innovative behaviours as a learnable capability. This makes the Motivation to Innovate Inventory a good illustration of research that can inform how we think about ourselves as innovators…even when that research is at an early stage.
 Optional reading: If you want to learn more about these factors affecting employee motivation for innovation, you can see an application of this research in a workplace setting in two blog posts on recent Canadian research ( (Soleas & Carey 2022) and (Carey & Soleas 2023) in the References section below).
 Application of Concepts How would  you respond to these sample questions?
 Select at least two sample questions from the eight questions above.
 Explain your level of agreement or disagreement in the box below, for both of your selected questions, and if possible sketch a story excerpt which you could cite in an interview as an illustration.
 You might also select questions that are most difficult for you to answer, and explain why you found this challenging.
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				Additional Reading
 Demerouti, E. (2014). Design your own job through job crafting. European Psychologist. Vol. 19(4): 237-247.
 Le Blanc, P. M., Demerouti, E., & Bakker, A. B. (2017). How Can I Shape My Job to Suit Me Better? Job Crafting for Sustainable Employees and Organizations. Chapter 3 in An introduction to work and organizational psychology: An international perspective, 48-63.
 Tims, M., & Knight, C. (2019). Job crafting: an individual strategy to develop oneself. Chapter 7 in Creating psychologically healthy workplaces. Edward Elgar Publishing. 152-170.
 Demerouti, E., Soyer, L. M., Vakola, M., & Xanthopoulou, D. (2021). The effects of a job crafting intervention on the success of an organizational change effort in a blue‐collar work environment. Journal of Occupational and Organizational Psychology, 94(2), 374-399.
 Iddris, F. (2016). Innovation capability: A systematic review and research agenda. Interdisciplinary Journal of Information, Knowledge, and Management, 11, 235-260.
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				Workplace Innovation in the Met Office
 
 John Hirst CBE  0:03
 I’ve seen innovation be attempted in lots of organizations. And what classically happens is that people create an innovation team. And they become experts on the theory of innovation. And they isolate themselves because they start talking in completely different language from most of the organization. There are lots of conferences and speaking engagements and make no impact on the organization at all.
 
 Gary Holpin  0:36
 I think the traditional culture of the Met Office is lots of people in their offices beavering away at their science and for innovation to work best you need people collaborating and talking to one another and engaging with people outside of their sphere.
 
 John Hirst CBE  0:55
 And so when we started here, and so when my colleagues came and said, Look, we think innovation is important, don’t you? Yes, I do. Do we think we have the skills and experience do you think the same? I do. I said, Look, you’re not getting a budget and you’re not getting a title, and you don’t getting a team. Right. What I what I think we need here is a terrorist organization of people who really care and are prepared to invest a bit of themselves. I’ll give you some space, and I’ll give you some cover. But what I want you to do is to work from the inside to change the culture rather than look like it’s the chief executives project.
 
 Gary Holpin  1:33
 We actually took a normal Met office room that was just an empty office, and we made it into a cinema, and we have popcorn and ice cream. And we made into quite an event for them. And one of the reasons for doing that was that we wanted to show the importance of trying to do things differently. We never know what would have been said, if it weren’t for our chief executive standing up and essentially saying, this is great, well done, I fully support this.
 
 Natalie Wilkie  2:03
 We then followed that up with a series of workshops and what we developed was a vision. And this vision was really focused on individuals. And it was kind of in a way it was a strategy and innovation strategy, but it was more focused about how we would like individuals come to work at the Met Office and how we like them to feel when they are at work.
 
 Gary Holpin  2:23
 It doesn’t need to be business as usual. But there is a danger that business as usual means turning the handle and getting stale and carrying on doing shifting the culture to here and then just carry on doing that forever. And not evolving and changing.
 
 Random Male  2:47
 Support it, encourage it, let it happened and don’t over manage it. Give people time and space to be involved. Make them feel is part of their day job, not an add on so you know it’s a positive thing towards achieving targets or whatever bettering that purpose.
 
 Random 3:17
 One sees, you know, directors, having meetings out in the streets or whatever have seemed to be engaging in innovation, that kind of walk the walk and talk the talk
 
 Gary Holpin  3:27
 And I think the main way of getting around it was to try and educate the managers as to what we were trying to do. And that it wasn’t just a silly little sideline, which some people saw it as.
 
 Natalie Wilkie  3:40
 There’s probably about over 100 volunteers across everything. And these are people that are just doing it in addition to their day job, but their managers recognize the value of how they get actual facilitation skills and they can use that in their teams.
 
 John Hirst CBE  4:09
 All this Innovation stuff doesn’t really work if they don’t buy into what you’re trying to achieve.
 
 Transcribed by https://otter.ai
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				Roots of Innovation Capability: Findings from CENTRIM’s research
 
 Dr. Dave Francis  0:09
 
 I had the good fortune between 1995 and 2002 to undertake a research program into the roots of innovation capability. And this actually took me to a large number of fascinating organizations, including such places as the New York Police Department to find out what it was that enabled them to innovate successfully. And we found that there were six areas which came through as being particularly important. Let me just outline these to you now, and you’ll have the opportunity to think about it as you work on your own situation. The first is to do with leadership, we call it focusing leadership. What this means is that the boss’s they need to take innovation seriously. They need to try to say yes, they need to shine a light as it were focused on where innovation is needed, and they need to play an active role in actually making it happen. This actually goes a step further forward. Innovation needs to be incorporated in business plans, and the leaders need to be prepared to change things radically if that is needed. Because sometimes, in order to make space for innovation, we need to clear away things that we’ve done in the past, so that the new can come through. The second area is to do with competencies we need deep competencies. Why? Because ideas and a commitment to those ideas, unless it’s backed by competencies tends not to get done. You don’t find the people running a poodle parlor for example, being able to put a couple of astronauts on Mars they just don’t have the capabilities. So, we need to build the capabilities alongside and in parallel with the ideas of where we want to go. What goes into this area? Well, we need bright and talented people in innovation intensive tasks we can’t do without great people. We need a portfolio of appropriate capabilities, and we need to get things done. We need a momentum, a success, a philosophy of actually delivering. The third area is to do with culture. I call it a facilitative culture enables; it makes it easier. That’s what the word facilitate actually means. We need able people to be empowered and if they are aligned, given their heads, except in the very tiniest of organizations innovation can’t be managed from the top. We need an expectation that people will contribute to innovation. It’s the way we do things around here, not just from the bosses, but also from peers from coworkers. They need to feel this too. Interestingly, it’s not just from the management. That’s part of the way in which people talk to each other. They take pride in being innovative. Forcefully, we need learning. Learning is the nourishment the food, it energizes innovation. We need to learn about what could be not just bring everyone up to the current standard of what is good practice. We need to listen to multiple people, to the employees, to the customers, to the potential customers, to technology leaders to lead users to many people. Innovation requires a lot of listening. And we need, where it’s appropriate to build bridges with other organizations, so we’re getting the advantage of two sets of capabilities coming together, making new intersections enabling us to get new things done. Fifthly we need an enabling organization. We need a structure, which is flexible and dynamic. Innovative organizations are often reorganizing they’re never absolutely organized. It’s a dynamic form of organization that we’re looking for. We need champions people with passion and enthusiasm, who are prepared to pick up an idea and really run with it and drive it through. And we also require the right kinds of structured processes, so that where it’s appropriate, there is space for exploration and searching and development. And then there are these very tight decision-making procedures which intersperse the appropriate amount of formalization does help innovation to proceed. And lastly,
 we need intelligent decision making. By this I mean, we need decisions to be taken within the scope of a map, which indicates where we might be moving in the future, not just one-off decisions. Oh, this is a good idea. Now we need a more coherent picture if you’d like a scenario of where we’re going. We need that competent, decisive decision making even though there will be unknowns and uncertainties and lastly, we need persistence. Persistence is necessary because in most innovation journeys, you come across hard times, you get into difficulties, and you need to keep up. So those are the six competency areas which we found, through our research, really build strong innovation capability.
 
 Transcribed by https://otter.ai
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9 Core features of Peer Instruction

Adapts: Instructor adapts instruction to student responses on in-class tasks

Answers not graded: Students are not graded on in-class tasks

Commit to answer: Individual students have a dedicated time to think about in-class tasks
and commit to answers independently before discussing with classmates.

Conceptual tasks: Uses conceptual questions for in-class tasks

Tasks draw on student ideas: In-class tasks draw on common student prior ideas or ...
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