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Definitions

Innovation can be generally defined as an exploration of novel ideas in the or-
ganisations and implementation (exploitation) of those ideas in practice. Sometimes
the word innovation may be interchangeably used with creativity; however, many
scholars tend to distinguish those two notions.

In 1974 Stogdill stated that ‘there are almost as many definitions of leadership
as there are persons who have attempted to define the concept’, and this statement is
still valid today. One of the most used definitions is the one given by Northouse:
‘Leadership 1s a process whereby an individual influences a group of individuals to
achieve a common goal’. Most scholars of leadership tend to distinguish leadership
from management. For example, Bennis and Nanus suggest that ‘managers are
people who do things right and leaders are people who do the right thing’.

Deschamps defines innovation leaders as ‘senior ‘executive champions’, who
stimulate, support, steer and sustain innovation in their companies’. Deschamps
helps us to identify six common iraits that imnovation leaders share. Such leaders
have a balanced blend of ‘emotion’ and ‘realism’. They encourage risk taking and
tolerate failures. Furthermore, these leaders are able not just to start successful
projects but also to stop the ones that are considered to be unsuccessful. They have
aptitude for recruiting and developing talent and successful teams. They welcome
new ideas and technology and encourage subordinates to widen their perspectives.
They are passionate about their vision and goals and have a strong desire to engage
their staff in a shared vision.

How do innovation leaders drive and sustain innovation?

Daft argues that leaders don’t have to be active innovators themselves. Their
role 1s to set innovation aims, encourage bottom-up innovation, and make a decision
on whether to put new ideas into practice or not. Boltom-up innovation is described
as the emergence of new ideas throughout the organisation and its existence is a key
determinant of the quality of the innovation culture. 7op-down innovation focuses
on the process and ‘organisational discipling’ required to implement the vision set
from the leadership. To sustain innovation at high levels, companies want both types
of innovation.

Work environment 1s a significant determinant of the creative output of indi-
viduals and teams. Amabile e al. set out five environmental factors that affect the
level of creativity within organisations [2]. Briefly, these are: an active encourage-
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ment of new ideas and unrestricted communication at all levels throughout the or-
ganization, the degree of ownership of work and contribution to the firm, access to
resources, a suitable level of work pressure which sets a balance between challenges
and stress of over-load and organizational resistance to creativity which can arise
from internal politics or non-adaptive sub-cultures.

It is argued that leaders can influence innovation directly by addressing the ‘in-
trinsic motivation’ of individuals and indirectly by cultivating an appropriate work
environment that encourages exploration without punishment if the outcomes are
unsatisfactory.

Innovation leaders are those who can create an environment that ‘encourages
creativity and helps the organisation (as well as individuals) be more innovative’.
Daft proposes some advice on what they really need to do to make it real. First, in
order to facilitate ongoing creative processes in organisations innovation leaders
need to make sure that employees” behaviour and thinking are aligned with compa-
ny’s vision and goals. Therefore, the vision should be constantly promoted by lead-
ers and clear goals defined. Second, leaders can encourage, as Daft calls, ‘corporate
entreprencurship’ amongst their employees by giving a free rein to their rooted (but
usually suppressed by numerous factors) enthusiasm to explore, experiment, create,
innovate and take risks. ‘Corporate entrepreneurship’ in turn may lead to a substan-
tial increase in a number of innovations and ‘idea champions’, people who truly be-
lieve in new ideas and take them forward for execution. Third, leaders can enable
employees with spare time to carry out non-formal experiments and activities, which
may help to increase the number of creative ideas, as many of them are formed dur-
ing unofficial, work time. Fourth, leaders can encourage their employees to test a
wide range of experiences by employee rotation, offering time-off for sabbaticals or
other ‘diverse stimuli’. It is argued that a whole process of innovation in organisa-
tion cannot be accomplished by a single person. Therefore, good communication
among employees within organisation is needed. Daft argues that leaders can culti-
vate collaborative environments where different ‘thought worlds’ as described by
Dougherty communicate across boundaries, and some of the ways to embody this
are through corporate culture and the creation of cross-functional teams.

Conclusion

Sustainable innovation can only be achieved if top managers build a favourable
environment for the cultivation of innovation leadership. By actively promoting val-
ues that reinforce innovation within a suitable culture, top management should be
able to attract, effectively deploy, retain and engage a cadre of innovation leaders
who will be able to sustain innovation within the firm over time.
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JHUAEPCTBO, KOTOPOE NOBYKIAAET U MOJJAEP’KHBAET
VHHOBALIUU B OPTAHU3AIIASIX

Yapacs O.

Ipaxmura u aumepamypa ROKA36I8AIOM. MO Q4 MO0, 4MOlbl SbINCUMD 8 VCAOGUIX Ce20-
OHAUHET 2T0DATBHON SIKOHOMUKY, OPSAHUAYUAM HCUIHEHHO HEOOX0OUMO APUHUMAMb ARMHUGHOC
yuacmue 6 npoyeccax unnoeayudi. Judepemeo npusnano o us nandoiee 8axiCuvix Qarmopos,
KOMOPBLITL MOXCEm  ROGIUAMb 1A uinosayuoniocmes npednpusmuti. (C02aacno uccieoosaniam
5300 CEQ, nposeoennvix Asepuraicron Accoyuayueti Meneoxcatenma, 6oivumuncmeo pecnonoeit-
mos omeemui, 4Mo A1 MO0, YMOBGb GuIXCUMb 6 CC2o0NAUINCT 010801 OOCMANOBKE, MUPOBHIM
KOMIGQHUAM HCODXOOUMO NPARIMUKOGAMb MEOPHECKUTL NOMEeHYUAA 1t uHHOGayu. OQOHAKO, MOABKO
6% CEO eepsim, uwmo ux xomnanui oeaaiom 2mo rpexmueno. Taxum odpasom, 0onon uz nando-
A€ GANCHBIX 30004 O AUOCPOE CCCOOHA HGAACMCH 30004 0OBLeOURUMB MEOPYECKULT NOMECHYUAA
1 onepeuio’padoveo KOAICKMUEA ¢ YEAbIO NOBYIHCOCHUA UNIOBaYT 1t NOCHCAVIOUUX UILMEPECO8 Op-
203y,

B omoti cmamve uecaedosaitvt XapakxmepucmuKy mex Auoepos, Komopbie notdyicoaiom u
ROOOCPICUBAIOM UNNOBAYULL 8 OPANUIAYLL
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