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CHAPTER

The second step in the Creativize Process is to Enlist Deep and 
Diverse Domain Expertise. This is about finding the people who can 
fill in your blind spots and help you with things you don’t know now.

Innovation is a team sport. You need to assemble the group of 
people—the experts in relevant areas where you alone can’t deliver—
who will work with you to make growth happen. This means embracing 
people you may have nothing in common with: people who see the 
world differently than you do. It’s important to have a diverse group of 
experts because it is the constructive conflicts between them that will 
yield an innovative solution to your challenge or target.

• Teachers
• Communicators
• Counselors
• Listeners
• Conflict mediators
• Community builders

• Dreamers and visionaries
• Fashion trend setters
• Creative actors
• Big picture thinkers
• Experimenters
• Energizers

• Planners
• Organizers
• Analysts
• Technicians and scientists
• Methodical problem solvers
• Professionals

• Competitors
• Decision makers
• Goal oriented achievers
• Sprinters
• Political game masters
• Deal makers
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Each quadrant also represents particular shortcomings and weaknesses. Green thinkers are 
mercurial. They pick up every pebble on the beach. Red thinkers can be extremely judgmental. 
They think there’s a right and wrong answer for everything. Blue thinkers believe that the only 
way to get to anything meaningful is to fight over it. They are relentless and cut-throat in their 
competitive spirit. Yellow thinkers just want to get along—often at the expense of rational 
reflection. They have trouble seeing and understanding external pressures. Do not try to 
overcome these weaknesses. Understand them and work around them.

• Group think
• Irrational enthusiasm
• Isolation from external pressures

• Unrealistic vision
• Poor methodology
• Lack of discipline

• Over-reliance on credentials
• Total acceptance of facts
• Right way and wrong way thinking

•  Over-emphasis on competition
• Short term focus
• Autocratic decision making

What are your weaknesses? What are your blind spots? These are the kinds of people you need on 
your team: the people who fill in those blindspots, the people who will complement your strengths. 
Ask yourself this: Who do you need on your team? And who should be your advisor? Surround 
yourself with people who do not think like you, who, at a fundamental level, are completely 
unlike you and yet who can teach you and give you things that you cannot give yourself.
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There are two types of teams: a lightweight team and a heavyweight team. 

The members of a lightweight team have ordinary jobs. These people might be working on two 
or more projects at once. The benefit of these people is that they understand the organization 
very well. They’re not going to do anything crazy, because they have a vested interest in the 
long-term well-being of the organization. The downside is that, for this same reason, they’re 
unlikely to do anything radical.

The members of a heavyweight team have no other job outside of this innovation project. Their 
only responsibility is to make this innovation happen. The good news is that they are very fast 
and very focused. The bad news is that they might disrupt some of the culture and norms of 
the organization.

Lightweight Heavyweight

• Team members have a regular job
• Team members need to influence the organization
• Team members request resources
• Team membership can be indefinite

• Team members’ only job is the project
• Team members have power over the organization
•  Team members have a budget and return-on-

investment goals
• Team membership has an end date

In an ideal situation, you recruit a heavyweight team and surround it with members of a 
lightweight team to balance out the strengths and weaknesses of both kinds of people.

Teams are works in progress. They are dynamic groups that you need to add to and take away 
from as you move along in your project and see what you need more of and less of. The same 
people who are great at starting a project are probably not the same people who are great at 
getting the project to scale.

If you have multiple teams, you want to evaluate them over time and identify team members 
who have been the most competent at facilitating successful teams. Continue to develop their 
skills and give them more opportunities to lead more teams. They will in turn develop some 
more successful team members so you will have a succession of leaders in your organization 
to sustain your innovation efforts.
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As an innovation leader, it is important to take an inside-out perspective in developing your 
team. First, look at your own skills as an innovation leader and decide objectively where you 
think you might be incompetent. Give those kinds of tasks and responsibilities to another 
member of your team. Next, look at the areas where you are merely competent and assign 
these actions to other members of your team to supplement your own competency. Then, find 
the areas where you are masterful and choose a member of your team whom you can train 
as your understudy in those tasks. Finally, determine the areas in which you are unique—your 
one-of-a-kind gifts or skills. Here is the part of the innovation leadership proposition that you 
need to focus on. This is the way to maximize your own value to the team.
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INCOMPETENT 
Delegate

COMPETENT 
Develop other people  

and delegate

MASTERFUL 
Develop other people

UNIQUE 
Do more
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1. What skills do we need to achieve our target? Why?

2. Who has these skills?

3.  Where do we find these people? How can we enlist them?

Team Members: Team Members:

Advisors: Advisors:

Team Members: Team Members:

Advisors: Advisors:
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