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“If there were an answer to how to handle change, we 
would have found it long ago, and there wouldn’t be a 
billion-dollar industry devoted to its pursuit. But there are 
approximations, and they are getting pretty damn good.”

Fullan (2008). The six secrets of change, viii-ix.

Lasting Change





Understanding Change
• Understanding our Boss, and our Leaders
• Understanding our Organization, our Frustrations
• Understanding our Passion

Innovationsforschung - das Orakel 
von Delphi oder wie kommt man zu 
fundierten Prädiktoren? 



7 Things We All Wish We Could Tell 
the Boss
 Imagine this conversation.
 Him: Why isn't the company more innovative?

 You : Because you, the CEO, drown us in initiatives, metrics, 
and plans, and so we don’t have any time.

 Him: Why isn't the organization more successful?
 You: Because the strategy you want us to pursue is inept, 

compared to what we could do if you got out of the way.
 Him: Why isn't the company a great place to work?

 You: Because you’re creating an atmosphere of fear and 
intimidation.

 The long-term answer is that the person at the top 
needs to get it, or get out



Challenging Times for Organizations



Organizations and Frustrations

 … “we have too many company wide projects 
going on at the same time. It's under construction 
everywhere.” … “They seem to want to listen, but in 
the end have their own truth anyway.” 

 “The leaders do want to hear the truth and do want 
to communicate open, but sometimes the listener 
also needs to listen and try to understand.” 

• Even a simplest project. We don’t have any time to plan, to execute, 
to follow-up, to learn. This usage challenge of time, limited time, 
amounts to a huge amount of projects – we are overloaded, and 
under resourced …, nothing is done properly. 
• I think when shit has happened, it’s human nature to deny it, at least 
at first… Still some basic issues and trust-gap with middle-managers 
and CEO is a great challenge.



By Dave Logan
I’ve visited dozens of companies in 2010 and keep hearing the same message: the person at 
the top is clueless and unwilling to change. As a result, employees spend absurd amounts of 
time managing around him (it’s usually a him). It’s not just the Emperor Has No Clothes. It’s that 
the Emperor Has No Clothes and Looks Funny Naked. But if you had the courage to have these 
conversations with the man in charge, you could transform the lackluster leader into a great 
one, and boost the company's bottom line in the process.



Passion

 Nurture Passion. The quickest way to kill creativity is 
to put people in roles that don't excite their 
imagination. This begins at an early age. Kids who 
are encouraged to follow their passion develop 
better discipline, deeper knowledge, and are more 
persevering and more resilient in the face of 
setbacks. Look for small ways to give employees, at 
every level, the opportunity and encouragement to 
follow their interests and express their unique talents. 



Views from Passionate People

 “Also management’s willingness to listen and take notice 
is sometimes the hardest. The best environmental place 
to really change, is to listen to what each employee 
means and what they will do themselves to make 
change happen.”

 … “to be heard, you have to belong to an elite group. 
Otherwise your ideas do not even exist. Some people 
are stronger than others and put down those that are 
weaker. Almost like in kinder garden, I'm afraid.”

 Interviews with Directors of Creative Organizations



“MANAGING CREATIVE TALENTS IS 
A VERY DELICATE AFFAIR … YOU HAVE 
TO BE ABLE TO CRITICIZE AND DISAGREE, 
WITHOUT BEING DISAGREEABLE”

Valérie Hermann, YSL.
Financial Times, Monday September 17th, 2007.



Innovationsforschung - das Orakel von Delphi 
oder wie kommt man zu fundierten Prädiktoren? 

Research on Innovation



The Foundation Model for Predictors



Predictor 1: 
Leadership

“Probably the two 
greatest failures of 

leaders are 
indecisiveness in times 

of urgent need for 
action and dead 

certainty that they are 
right in times of 

complexity.”

“To be able to lead others, a 
man must be willing to go 
forward alone.”

Harry Truman



Stand-alone Innovations:
Standardized Patients

 “In those early days, Barrows was often invited to talk 
about neurological subjects, but frequently was 
requested not to talk about simulated patients. 

 In fact, he was seen as doing something detrimental to 
medical education, maligning its ‘dignity’ with actors. 

 As soon as the Associated Press got hold of the idea, 
it was promoted in the popular press by such 
headlines as: ‘Hollywood invades USC Medical 
School’.”

• “My first formal presentation of the 
standardized patient as an assessment tool for 
clinical clerks on neurology was at the American 
Academy of Neurology’s national meeting in the 
early ‘60’s. 

• It was put as the last paper on the last day and 
a source of laughter for the audience.”

» Barrows, H.S. (1996). Problem-Based Learning in Medicine and Beyond: A brief Overview.

http://www.spencerryanhall.com/?attachment_id=190�


Predictor 1: A Learning Leader

 “Creating an environment conducive to team learning 
isn't hard. Social psychologists have shown that people 
watch their supervisors carefully for cues on how team 
members are expected to behave. These impressions 
form early in the life of a group or project.”
 Be accessible, ... “never makes you feel stupid”
 Ask for input, ... “let me know if anything out of place”
 Admit mistakes to the team, ... “My judgment was bad in 

that case”
 Edmondson, Amy C., Richard Bohmer, and Gary P. Pisano. 

"Speeding Up Team Learning." Harvard Business Review 79, no. 9 
(October 2001): 125-134.



Change Managers Resist Change

Arend Ardon

“Moving 
Moments”

 “Change Managers (e.g. Deans, Directors, 
Chairs) are part of the problem, because 
they developed a plan, went through a 
learning process, and become defensive 
when someone questions the plan. Which is 
a natural reflex.”

 “Moreover, leaders want to be in control, 
so they defend anything which seems to 
lead away from the plan.”

 Ardon (2011). Moving Moments. PhD Thesis.



Predictor 2: Reform 
Requires True

Understanding
“You can borrow or 

steal a technique, but 
never a philosophy or 

culture.
…that’s why Toyota 

doesn’t mind sharing 
its practices.”



Organizations & Innovation

 Innovation can be broadly defined as “an idea, 
practice, or object that is perceived as new by an 
individual or other unit of adoption.”  

 The innovation in organizations mayprogress
through stages, such as awareness, adoption, 
implementation, and routinization
 Rogers (2003). Diffusion of Innovation. New York: Free Press



Predictor 3: Culture 
Drives Innovation

”Effective cultures 
embrace 

transparency and the 
use of data as a core 
part of their work.”
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Innovation Implementation Failure

 When targeted organizational members use an 
innovation as needed to realize its intended 
benefits, … 
 the organization experiences implementation success.

 When members “use the innovation less frequently, 
less consistently, or less assiduously than required 
for the potential benefits to be realized,” …
 The organization faces an implementation failure.
 Nembhard, Alexander, Hoff & Ramanujam (2009). Academy 

of Management



Predictor 4: 
Learning is the Work

“There is far too much 
going to workshops, 

taking short courses, and 
the like, and far too little 
learning while doing the 

work.”
Cole (2004). Professional Development: A Great Way 

to avoid Change.



Assessment of Innovation Capacity

Block 1: Supportive Learning 
Environment

Psychological 
Safety
• It is easy to speak 

what is in your mind
• If you make a 

mistake it is held 
against you

• ...

Appreciation of 
Differences
• Differences in 

opinion are 
welcome in this unit

• People are open to 
alternate ways of 
working

• ...

Openness to 
New Ideas
• People value new 

ideas
• People resist untried 

ideas

Time for 
Reflection
• Schedule pressure 

gets into the way of 
doing a good job

• People are too 
busy to develop 
new things

• ...



Predictors

Supportive Learning Environment Concrete Learning Processes & 
Practices

Leadership that Reinforces Learning The Organization Embraces Data for 
Reflection & Measurement
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The Oracle’s Take-Away
“… Real communication, in the broadest context, essentially boils down to caring. 
When lion roars at night I more or less switch off with the thought, ‘Oh there he 
goes again!’ and with that very thought I stop listening although I might hear the 
sound.” 

“…Too often we focus on communicating with those like ourselves.”

“… I would like you to close your eyes and try to imagine 
one ant alone in this world. It is easy to visualize one 
elephant or one rhino, one eagle, even one lion, but really 
try to imagine one ant. Is it possible? How would one ant 
survive, live, gather food? How? How? An ant’s best chance 
of survival is as part of the collective, and the community.”



THANKS!!

Prof. Dr. Wim Gijselaers
Maastricht University, The Netherlands
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