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Chapter 1.

Executive summary

This chapter provides an overview of the report, 

highlighting key points to help the reader become 

acquainted with the contents and structure of the 

report. 
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Executive summary

Introduction

The innovation imperative

Public service innovation is of growing importance for governments and public service 

organisations globally. Governments are facing unprecedented challenges and understand that in 

order to meet those challenges, different ways of thinking are required and innovative 

approaches must be adopted. There are multiple societal, economic and technological 

developments driving these challenges. 

It is recognised that existing approaches will not suffice in meeting new and upcoming 

challenges. Public service organisations are being called on to offer answers to the concerns of 

citizens and to meet citizen expectations. Innovation can help address many challenges at a 

lower cost and in a more effective way. Failure to innovate can mean loss of opportunity, failure 

to remain relevant, organisational inertia, and failure to meet the expectations of the public. 

Without innovation, the public service is at risk of failing to learn and adapt, becoming outdated 

and being left behind. Innovative economies are more productive, more resilient, more adaptable 

to change and better able to support higher living standards (OECD, 2015).

Innovation in the Irish public service

Our Public Service 2020 (OPS2020) is the overall public service strategy for development and 

innovation. The framework is built on three key pillars, one of which is “Innovating for Our 

Future”. This pillar is underpinned by six actions that will enable the development of a more 

innovative public service with the ability to respond to complex challenges. 

The Department of Public Expenditure and Reform (DPER) are working with the wider public 

service to enable the implementation of this pillar. Under the “Innovating for Our Future” pillar, 

Action 6, “Promote a culture of innovation in the public service”, is a particular priority for the 

public service. The implementation of this action is guided by Action Team 6, a cross-public 

service group, who provide strategic advice on the area of public service innovation culture. DPER 

provide implementation leadership for this Action, and for the wider OPS2020 innovation pillar.

Project overview

Deloitte were engaged to support the Structural Reform Support Service (SRSS) and Department 

of Public Expenditure and Reform (DPER), to understand the current culture of innovation across 

the public service in Ireland and to develop recommendations for the development of a more 

advanced culture of innovation. Through a collaborative approach involving extensive 

consultation and engagement with a diverse and wide range of stakeholders, Deloitte and the 

DPER project team have gained a unique perspective on the current state innovation climate. 

Deloitte and DPER have developed clear recommendations for the advancement of innovation 

across the public service, ensuring a strong foundation for achieving a future state vision. 
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The project was delivered across four overlapping phases:

Initiation: A focused series of activities to establish the project, agree the overall approach and 

methodology and provide a foundation for successful delivery

As-is assessment and benchmarking: Understand and document the as-is state and evaluate 

strengths and weaknesses

Options appraisal and recommendations: Design the principles for the innovation culture, 

map the future state and develop initial options

Report and plan: Refine recommendations and prepare a final report and roadmap

Throughout the project reference was made to international practice and examples of success. 

These are included in chapter 5. 

Consultation approach 

Consultation with a very broad range of stakeholders from across the public service formed a key 

part of the engagement. This consultation involved focus groups, one to one in-person interviews 

and phone interviews. Participation across a range of stakeholders during the consultation phase 

was particularly important to ensure a diverse range of views was captured and an accurate 

assessment of current state innovation maturity achieved. 

In total, stakeholders from across 25 public service organisations were consulted including senior 

leaders, middle management and frontline staff working in defence, education, health, justice, 

local government and the civil service. Two focus groups were also undertaken with 

representatives from the Irish innovation ecosystem. Participants in these focus groups included 

members of the start-up community, academia, established businesses and supporting 

organisations such as Enterprise Ireland and the IDA. 

An innovation survey was also distributed to a cross-section of the public service, with questions 

aligned to the Irish civil service employee engagement survey issued in 2017. In total, over a 

thousand responses to the survey were received from a range of seniority levels and sectors.

Two Labs were held with DPER stakeholders and members of Action Team 6 during the project. 
Labs are interactive workshop sessions, designed to engage participants and enable decision 
making. 

1050+ 9 14

15 25+ 21

Staff survey 

responses

Focus groups One-to-one 

interviews

Lab participants Public sector 

organisations

Ecosystem 

members
Consultation overview
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Frameworks adopted

Throughout the project, a number of frameworks, definitions and innovation concepts were 

applied. Chapter 3 of this reports sets out details of these, and their application within the 

project. The definitions applied, and the building blocks framework were of particular relevance 

and are summarised here. 

Definitions

GovLab is Deloitte’s unique proposition dedicated to innovation in the public sector. Deloitte 

GovLab defines innovation as “the creation of a new, viable offering that adds value”. Key to this 

definition is that innovation creates value for society and / or the public service organisation. The 

offering ideally combines elements such as services, business models and customer experience, 

not just a single product. Furthermore, “new” can indicate new to the world or just to the area, 

citizen or customer group. The definition also recognises that innovation should be outcome 

focused and sustainable. This definition formed the “working definition” of innovation throughout 

this project to help provide a common understanding and language about innovation, which can 

mean different things to different people.

In understanding innovation, it can be helpful to also outline what innovation is not. 

• Innovation is not just the implementation of new technology or new processes. Technology 

can be an enabler of innovation, but is not necessarily innovation in itself. Investment in the 

digitisation of existing processes is not innovation either. Keeping up to date with the latest 

technology is a necessary ingredient for innovation, but is not innovation in and of itself.

• It is also easy to confuse incremental improvement with innovation. Efforts to increase 

efficiency or effectiveness through a business as usual approach is not innovation. 

• Many often think that change is innovation, however unless that change is a new value adding 

offering, it is not innovation.

• As mentioned, ideas and creativity without an outcome is not innovation. Innovation is about 

executing and implementing ideas and creativity. It has been said that “Innovation is not 

creativity. Creativity is about coming up with the big idea. Innovation is about executing the 

idea” (from Innovation is not Creativity, Harvard Business Review). 

• Finally, invention is not innovation. Invention is the creation of a product or process for the 

first time. Innovation may involve invention but it requires many other things as well including 

a deep understanding of whether customers need or desire that invention. 

The innovation ecosystem is an additional term that is used within this report and across 

discussions. An innovation ecosystem is defined as “a network where actors connect and

Innovation is the creation of a new, viable, offering that 

adds value

Different to invention
Can be new to the world, or just new to 

this area or citizen/customer group

Creates value for society, the 

citizen and/or the public 

service organisation

Ideally combines elements such as 

platforms, business models and 

customer experiences – not just a 

single “product” 
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co-create to advance innovation outputs”. An innovation ecosystem includes formal and informal 

connections made across diverse organisations (e.g. public service organisations, universities, 

industry, the public and public service agencies).

The building blocks framework

The overarching framework for innovation used to assess the current public service innovation 

culture and to guide the development of a more developed culture of innovation is the Deloitte 

GovLab building blocks for innovation. Using the building blocks framework provides a 

mechanism to consider the components of an innovation culture. Segmenting innovation culture 

in this manner, provides a structured and manageable way to understand organisational 

innovation and ultimately achieve culture change. 

This framework for driving successful innovation in the public service was used:

• to frame consultation, to ensure that all areas of innovation culture were considered;

• to support comparison with other reference countries;

• to conduct a maturity assessment of Ireland’s current and target innovation maturity; and

• to develop the recommendations for advancement of a culture of innovation.

An innovation ecosystem is a network where actors 

connect and co-create to advance innovation outputs

Includes formal and informal 

connections…
…across diverse organisations.

A mechanism that offers actors 

the opportunity to connect…

…and share experiences, solutions, 

best practice and resources.
…create…

• Leaders with awareness 

and understanding.

• Ambassadors for 

innovation.

• Championing and 

spreading the innovation 

culture.

• Articulated vision and 

overarching, inspiring 

and adaptive strategy.

• Target areas and 

problems clear within 

and across the public 

service.

• Clarity on how and by 

whom decisions are made 

to initiate, extend or 

terminate innovations.

• Guidelines on how to 

select projects.

• Ways to monitor and 

manage progress.

• Ensuring a balanced 

portfolio. 

• People equipped with skills to 

innovate.

• Embedded human centred design.

• Understandable processes to 

execute and deliver.

• Funding sources and 

metrics for innovation. 

• Physical and digital 

systems and spaces. 

• Established innovation 

networks across the 

public service and 

ecosystem.

Governance Capabilities

Leadership

Resources

Strategy

The building blocks for innovation
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Current innovation culture

Extensive consultation took place through focus groups, interviews, Labs and an innovation 

survey, to understand the current innovation culture. The objective of the consultation was to 

understand the current innovation culture, perceived enablers and barriers to innovation, and to 

explore examples of innovation and the experiences of both public service staff and the wider 

innovation ecosystem. 

The positive engagement of all public service staff and stakeholders involved in the consultation 

is important to note. It contributed significantly to the value of the findings the Deloitte team 

were able to identify, and is a positive sign for building a more advanced innovation culture 

across the public service. Those consulted were open, willing to share, enthusiastic about the 

topic, and supportive of the project. 

Consultation findings have been grouped together into six primary themes. Themes are major or 

recurring topics that arose over the course of the consultation. They act as focus areas to guide 

the development of recommendations to build a more advanced culture of innovation in the Irish 

public service. The themes are detailed in chapter 4 of the report, and are summarised below. 

Leadership for innovation exists in pockets however leadership for innovation is not 

currently widespread across the public service

Innovation leadership at senior levels is both desired and critical. Brave and fearless 

leaders should set the vision and give permission to act

1

2

The “squeezed middle” are the middle management group that are perceived as a 

barrier to innovation as they lack the time and understanding to support innovation
3

4
The wider ecosystem (e.g. start-ups, entrepreneurs, established business) see the 

benefit in having a public service innovation strategy to define the purpose of public 

service innovation

There is a general lack of awareness and understanding that innovation is a distinct 

discipline with its own methods, processes and skillset required

The language of innovation can be a barrier for some, and there is a lack of shared 

definitions and understanding of innovation across the public service 

1

2

It is perceived that the principles of and distinct skillset required for innovation are not 

understood by political leaders or the public
3

Brave and fearless leadership

Innovation understanding
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Capabilities for innovation are not present in competency frameworks and innovation 

does not formally form part of promotion, performance management or recruitment 

criteria

1

Innovative individuals in the public service are not generally rewarded for their efforts 

developing solutions to problems identified2

There is little or no reward for innovation in the public service and the fear of being 

perceived negatively by their colleagues or management if they fail is viewed as a 

key barrier to innovation

3

Recognition and reward

Access to funding is not seen as a major barrier to innovation; access to some seed

funding is seen as adequate to getting an idea off the ground
1

Time for innovation is viewed as important by the public service as, at the moment, most 

solution development takes place “on the side of the desk” 2

The financial crisis created the right conditions to foster and enable innovation, with 

staff willing to trial and take measured risks 
3

A little goes a long way

Collaboration, networks and sharing of innovation, formally and informally, are 

viewed as essential to foster a culture of innovation
1

The importance of the wider innovation ecosystem is not appreciated with a lack of 

understanding of the need for co-creation across the ecosystem2

Collaboration is key

Ideas do not translate into innovation due to the difficulties in “pushing an idea up” 

through the hierarchical structures
1

Understanding of public procurement is viewed as a barrier to innovation, with 

procurement mechanisms perceived as limiting the ability to co-create with the 

ecosystem 

2

It is critical to ensure buy in from a diverse range of stakeholders in order to ensure 

a smooth innovation pathway
3

Clear the pathways
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Innovation maturity

Innovation maturity is the level of capacity an organisation has for innovation. It is a way of 

expressing where the current state of an organisation’s innovation culture is, and in identifying 

what the future level of capacity for innovation should be in the future. 

Deloitte has developed an innovation assessment framework, breaking down an organisation’s 

innovation capacity across each of the five building blocks for innovation. Within the innovation 

maturity assessment each building block is measured against five stages of maturity: novice, 

developing, traction, mature and expert. Novice is the lowest level of innovation maturity, and 

typically indicates that few if any of the components of the building block are in place. Expert is 

the highest level and reflects capacity in the building block which is fully advanced and where all 

the component elements are in place. It is important to note that few if any countries 

internationally reach “expert” level in innovation maturity across the building blocks. Expert level 

is a highly aspirational level of maturity to expect, in particular when considering the public 

service as a whole, given its scope and scale, and the expected variation across sectors. 

Consultation outputs, international comparator analysis, survey results and consultation with 

members of Action Team 6 and the Department of Public Expenditure and Reform at the 

Ecosystem Lab, along with Deloitte assessment, were input into the assessment of current 

maturity. The current state themes, and specific gaps identified within that analysis, supported 

the assessment. 

Target public service innovation maturity was agreed in the same way. Across stakeholders, 

there was a general agreement that leadership for innovation and capabilities are priority areas. 

Given the importance of strategy as a foundation for innovation, this is also key in the 

development of a culture of innovation. These priorities are taken into consideration in the 

development of recommendations and the roadmap. 

Novice Developing Traction Mature Expert

Leadership

Strategy

Governance

Capabilities

Resources

B
u

il
d

in
g

 b
lo

c
k
s

Maturity level

Current innovation maturity Target 2023 innovation maturity

Current and target innovation maturity 
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The future innovative public service

Design principles

The design principles are statements of the key characteristics that recommendations must 

adhere to. The design principles were developed and validated by Action Team 6 prior to and by 

members of the team in attendance at the Options Workshop. They express what the future state 

should be and should achieve. 

Within this project, the design principles were used to inform the development of options, 

evaluate these options and to ensure consistent choices could be made about recommendations. 

They helped to set the boundaries of what options were plausible and would have the greatest 

impact in achieving the desired public service innovation culture. 

Nationally 

facilitated not 

directed

National and sector-wide policy supports innovation and defines its 

overall vision without creating barriers to innovation or limiting local 

responsiveness. National policy allows for local strategies to be 

adaptive, responsive and agile. 

Everyone and 

everyday 

innovation

There is an understanding that innovation is the responsibility of all 
across the public service, in every sector and level. Whilst recognising 
that the degree of innovation will vary across people, roles and 
sectors, everyone feels empowered to innovate in order to meet each 
their own objectives, along with their organisation’s and national 
objectives. Innovation is understood as an approach and way of 
thinking, not as a task. A learning mindset is adopted. 

Common

understanding 

of innovation

Public service management, staff, the public and politicians have a 
redefined understanding of what success means. There is a common 
understanding of the risks of inaction and the benefits of innovation. 
It is recognised that evidence based and prudent risk taking is 
integral to innovation and that failure combined with lessons learned 
are valuable in advancing public services. It is recognised that 
innovations should be matched to the needs and objectives of the 
organisation and should have a beneficial outcome. 

Innovation takes multiple forms where the form (e.g. type and level 
of risk) is matched to the organisation's needs. It is understood that 
innovation can range from incremental to transformational and goals 
may be varied including: transformation of services, enabling of 
efficiencies and improving quality. All forms of innovation are valued. 

Multiple forms 

of innovation

Collaborative 

and user-

centric

Sectors are working together, information and ideas are shared and 
exchanged both formally and informally. Lessons learned are 
regularly applied across the public service. Solutions are developed 
collaboratively through the input of multiple stakeholders across and 
beyond the public service, including the private sector with a focus on 
the end user. 

Simple and 

transparent

Pathways for pursuing ideas and achieving innovative outcomes are 
clear, easy-to-understand and familiar to public service employees. 
Staff and the innovation ecosystem understand the problems the 
public service is trying to solve and how they can contribute as 
individuals, teams and organisations. Communication occurs 
continually and throughout the innovation process, and transparency 
is valued. 
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Future state vision

The aspiration for the public service is to have an embedded culture of innovation which results 

in innovative outputs that achieve the strategic objectives of the public service. From the design 

principles and the target maturity ambition set across the building blocks for innovation, the 

vision for the future innovative public service transpires. In working to develop this culture of 

innovation within the public service, it is helpful to put into words what that target culture may 

look like and how it will be lived on a day-to-day basis. Chapter 6 of this report provides 

narratives about how the future innovative public service culture will be experienced though the 

eyes of three members of the public service. The aspiration is that innovation is integrated into 

their future day-to-day lives enabling the public service to keep pace with change, meet the 

needs of the public, deliver better service, and engage its people.

Key elements of the lived experience of public service leaders, managers and staff within the 

future innovative public service are summarised below. 

Key elements of the future innovative public service culture for MANAGERS 

 A strong formal and informal network in place across the public 

service where experiences and lessons learned are shared

 Managers are equipped with the capabilities to innovate through 

innovation training 

 Managers hold an embedded people-centred mindset influencing 

everyday innovation

 Agile and innovative working methods are integrated as part of day-

to-day working 

 Innovation is recognised for promotional and career advancement 

purposes

 Innovation opportunities are engaging talented staff

Key elements of the future innovative public service culture for LEADERS

 A clear, inspiring national innovation strategy is in place

 Areas of focus across for cross-public service transformational 

innovation exist and are worked on collaboratively 

 Innovation is integrated into public service organisation level 

business plans

 Political, public and public service stakeholders are committed to 

innovation 

 Reflective innovation leadership is across the public service

 Leadership training and coaching is established to enable and support 

leaders

 Supporting frameworks and governance, such as risk management, 

are in place
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Key elements of the future innovative public service culture for STAFF

 All staff are equipped with practical skills to innovate on a day-to-

day basis

 Public service teams are engaging with users as co-creators of 

solutions 

 A continual improvement mindset exists across the public service

 Resources and tools are available to enable and support innovation

 Access to relevant data is easy, to substantiate innovation and 

insight development

 Simple and straightforward innovation processes are in place to 

access resourcing and to advance ideas 

Innovation in action

Examples of innovation 

projects, or innovative 

outputs from the Irish public 

service, highlighting what can 

be achieved through 

innovation. The innovative 

principles which were used 

are identified, to support the 

sharing of good practice and 

lessons learned. 

International practice

Examples of initiatives taken 

internationally which support 

or enable innovation. The 

examples reflect initiatives 

across all the GovLab 

building blocks and are 

shared to support Ireland’s 

development of 

recommendations to enable a 

culture of innovation. 

Enabling innovation

Examples of positive 

innovation culture from the 

Irish public service. These 

highlight how innovation is 

enabled at present, and could 

be scaled or replicated 

further within the public 

service. 

Innovation examples: making innovation real

Throughout this report you will find examples of innovation and examples of initiatives 

which enable an innovation culture, from Ireland and internationally. These can be used to 

better understand the current innovation culture in Ireland, and as inspiration on the areas of 

a future innovation culture which could be developed. 

The examples are highlighted as noted below. 
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Recommendations

Recommendations were developed to:

• achieve the future state vision and design 

principles;

• address the challenges identified in the 

current state themes; and 

• bridge the gaps between the current and 

target innovation maturity level. 

A long-list of options was created in the first 

instance. These options were prioritised and 

assessed in conjunction with members of 

Action Team 6, and refined into 12 

recommendations. The recommendations were 

then prioritised and sequenced to develop the 

implementation roadmap of initiatives.  

Brave and 
fearless 

leadership

Innovation 
understanding

Recognition 
and reward

Clear the 
pathways

Collaboration  
is key

A little goes a 
long way!

Six current state themes

Roadmap 

and actions

12 recommendations

Prioritised and sequenced

Long list of options

Evaluated against design principles

The recommendations are set out below. Detail on the recommendations is included in chapter 7:

STRATEGY Develop a clear, actionable and implementable Public Service
Innovation Strategy to drive innovation, and include national 
themes for radical and transformational innovation

Develop guidelines to support the development of an 
innovation strategy or innovation pillar in existing
strategies in public service organisations

CAPABILITIES Define the competencies and capabilities required for innovation 
in an innovation competency framework

Integrate innovation knowledge, capabilities and 
behaviours training through learning and development centres 
of excellence (e.g. One Learning) ensuring people centred design 
is at the core of all innovation training. Engage providers to 
develop innovation training programmes and modules

LEADERSHIP Integrate innovation into a vision of the public service leader 
of the future

Manage innovation performance through innovation 
performance objectives at organisational level and in business 
plans

NETWORK 
AND CENTRAL
SUPPORTS

Develop clear, easy to understand and familiar pathways to 
guide innovators on the journey to solution development

Establish an innovation network to connect public service 
innovators and to spread a culture of innovation

Prioritise key systemic barriers to innovation (e.g. current 
procurement process and risk management) and develop 
mechanisms to overcome the barriers 

B
u
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d

in
g

 b
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c
k
s

1

2

3

4

5

6

7

8

9
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Recommendations continued

Roadmap and conclusion

Roadmap

Each recommendation has been broken down into specific initiatives to deliver. These initiatives 

have been prioritised and assessed, and a roadmap for implementation developed. The roadmap  

sets out the sequence and dependencies of these initiatives, mapping out the pathway to achieve 

the target innovation culture and maturity by 2023. 

The roadmap is included overleaf with further information in chapter 8. 

Conclusion

This report sets out an ambitious target for the future innovative public service. The 

recommendations across the five building blocks for innovation constitute fundamental change 

for the public service in Ireland. The changes will need to be supported by a focus on innovation 

by leadership and across all levels within the organisation. While the changes proposed are 

significant, they are necessary to enable a more advanced culture of innovation in order to meet 

the future challenges the public service is facing.

The importance of delivering this culture cannot be underestimated. Innovation is critical for the 

public service to keep pace with, and respond to the changing world and the needs of the public 

service. Without an embedded culture of innovation the public service’s objectives – of customer 

service, efficiency and effectiveness, and employee engagement – cannot be achieved. 

Achieving this culture will require senior leadership commitment and cross-sectoral support to 

the vision and recommendations of this report, and to the innovation objective of the public 

service. Critical to achieving an innovation culture is to embed and create a mindset of 

innovation. This starts at the top, and must permeate across all levels of the organisation. 

Creating the leadership, strategy and capabilities for innovation are the priorities for the public 

service as it moves forward. 

From our consultation and engagement with public service leadership, management, staff and 

stakeholders across this project, we have reason for confidence in the public service’s ability to 

deliver this vision. Enthusiasm for innovation and a motivation to change the culture are evident 

across the public service. Harnessing this motivation, and building the innovation mindset and 

capabilities around this, will be the key to delivering the culture of innovation. 

RESOURCES Recognise and reward innovation in performance management 
structures through promotion and awards

Develop specific metrics for innovation to measure progress and 
pipeline

Link expenditure with innovation as part of the budget and 
expenditure management process, or through targeted 
innovation specific funding

B
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d
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Chapter 2.

Introduction

This chapter sets out the motivation and purpose 

behind this project, and its objective to enable a 

culture of innovation in the public service.  The 

approach and methodology adopted for this project 

is also included at the end of the section.  
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Introduction

Drivers for innovation

The need for public service innovation

Public service innovation is of growing importance 

for governments and public service organisations 

globally. Governments are facing unprecedented 

challenges and understand that in order to meet 

those challenges, different ways of thinking are 

required and innovative approaches must be 

adopted. There are multiple societal, economic and 

technological developments driving these 

challenges. 

Globalisation is driving migration across the globe, 

with more people moving to cities. This is placing 

infrastructure and services under increased 

pressure. In 2020, 20% of the developed world's 

population will be aged 65 or above which also has 

implications for government services, healthcare 

costs and economic growth. From a technology 

perspective, the public service is facing increased 

cybersecurity threats along with the regulation 

challenges associated with exponential technology 

such as robotics technology, artificial intelligence 

and additive manufacturing. These fast-evolving 

technologies represent new opportunities as well 

as challenges. 

It is recognised that existing approaches will not 

suffice in meeting new and upcoming challenges. 

Public service organisations are being called on to 

offer answers to the concerns of citizens and to 

meet citizen expectations. The OECD, who are 

focused on supporting and encouraging public 

service innovation, have said that “the potential of 

innovation in government is immense; however, 

the challenges governments face are significant” 

(2017). 

The big 
shifts

The big shifts

By 2046, there will be 5.6 million 
people in Ireland with 3.75 times more 
over 85s compared to 2018 (CSO)

The University of Oxford predicts
that almost half of total US
employment (47%) will transform or 
vanish in the next 20 years because of 
automation

By 2020, one billion people will be using 
augmented reality (Deloitte Megatrends)

Trust in government is deteriorating in 
many OECD countries, with only 43% of 
citizens trusting their government 
(OECD, 2017)

By 2025, 1.8 billion
people will be exposed to absolute 
water scarcity and more than 5.2 billion 
are expected to face water
stress (UN Food and Agricultural
Organisation)

Two-thirds of 18-24 year olds get 
most of their news from social media 
(Oxford University)

By 2020, more than
80% of consumers will barter, track, or 
sell their private data for savings, 
customisation, or convenience (Forbes)

By 2020 there will be 200 billion smart devices 
connected to the internet of things (Deloitte 
megatrends)

Sources: CSO (2018), Population and Labour Force Projections https://tinyurl.com/yc2nq72j
Deloitte (2017), Beyond the noise: The megatrends of tomorrow’s world https://tinyurl.com/y8e9caqc
Forbes (2016), Driving value by monetising data from the Internet of Things https://tinyurl.com/y9he4mh8
OECD (2017), Embracing innovation in government: Global Trends https://tinyurl.com/ycruqst3
OECD (2018), Trust in Government https://tinyurl.com/y8dtavam
UNDESA (2018), Water Scarcity https://tinyurl.com/7j7le6m 
University of Oxford (2013), The Future of Employment https://tinyurl.com/yahrfxbr
University of Oxford (2016), Half of online users get news from Facebook and other social platforms https://tinyurl.com/yaopoxbt
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Public service innovation is vital if public service organisations are going to effectively tackle the 

myriad of challenges they face. Government can, and does innovate. The public service bring 

about new ways of working, new methods, new technologies and new approaches to policy 

making to create better outcomes for citizens. Innovation however, tends to be limited in the 

public service and often treated as a once off “project” rather than a culture where each and 

every individual has responsibly for innovation. In research conducted by the UK’s National Audit 

Office, it found that public agencies tend to take a “big bang approach” to innovation rather than 

it being part of an organisation’s culture. It also found that innovation is generally viewed as the 

responsibility of special innovation units. In order for innovation to be successful, the right 

conditions and supports need to be put in place to support the proliferation of a culture of 

innovation.

As is demonstrated through this report, the Irish public service is innovative however, it became 

evident through consultation with the public service that innovation mostly happens on an ad-hoc 

basis and without a disciplined approach. The recommendations set out in Chapter 7 of this 

report address these challenges and suggest actions and initiatives to overcome them with a 

view to building a strong innovation culture in the Irish public service. 

The innovation imperative

Innovation can help to address major societal challenges such as unemployment, poverty, 

homelessness and climate change amongst many others. Whilst not a goal in itself, innovation 

can help address many challenges at a lower cost and in a more effective way. Failure to 

innovate can mean loss of opportunity, failure to remain relevant, organisational inertia, and 

failure to meet the expectations of the public. Without innovation, the public service is at risk of 

failing to learn and adapt, becoming outdated and being left behind. Innovative economies are 

more productive, more resilient, more adaptable to change and better able to support higher 

living standards. (OECD, 2015)

The public service must innovate for many reasons, but particularly to meet increasingly 

sophisticated public expectations. Customers are becoming more powerful: they have more data, 

more choice, more influence. Customers expect a seamless experience, personalisation and 

innovation. Change and advancements in technology are raising expectations further. Public 

service organisations must be innovative if they are to reimagine the public’s experience of 

interacting with government, and to think of the public the way businesses think of customers. 

Organisations with a culture of innovation tend to be more open to new ideas and receptive of 

change. A focus on innovation can be a major contributor to sustaining staff motivation and 

inspiration and can also be a factor in attracting and retaining staff. The opportunity to be 

innovative can be a huge motivator and if those opportunities exist, innovative individuals will be 

attracted to work in the public service. Without a culture of innovation, staff can lack motivation 

and purpose. Innovation often involves co-operation between many different parties from both 

within and outside the public service. This collaborative approach to problem solving can help to 

break down barriers and silo mentalities. 

What is a culture of innovation?

A culture of innovation is one which is entrepreneurial, experimental and with an appetite for 

calculated risk taking. It is a culture where change is embraced and there is an openness to new

Sources: National Audit Office (2006), Achieving innovation in central government organisations http://eprints.lse.ac.uk/2530/
OECD (2015), The Innovation Imperative in the Public Sector http://www.oecd.org/governance/the-innovation-imperative-in-the-public-
sector-9789264236561-en.htm#
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experience and opportunity. Organisations with innovative cultures generally adopt a long term

view and approach to strategy. Employee empowerment is vital, innovative staff are cultivated 

and employees are recognised and rewarded for developing a clear understanding of problems 

and appropriate solutions. In order for this to happen, dedicated resources are allocated to 

innovation. There is a deliberate focus on relationship building, partnerships and group problem 

solving. Deployment of cross-functional teams and bringing in others from the outside is the 

norm when tacking complex problems. 

Developing and promoting a culture of innovation means that an organisation is responsive to 

change and uncertainty; an innovative organisation is equipped to tackle its biggest challenges in 

a disciplined approach and works effectively with other public and private sector organisations, 

and the public. Creating a culture with a sustained capacity to innovate requires an external 

orientation and a willingness to draw on all sources of innovative ideas - employees, citizens, and 

other public or private organisations.
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Innovation and the Irish public service

Our Public Service 2020

Our Public Service 2020 (OPS 2020) is the latest Irish public service policy framework which 

builds on two previous major programmes of public service reform.  As delivery of this strategy 

takes place, the current focus is on development and innovation with a view to delivering better 

services for the public. The framework is built on three key pillars, one of which is Innovating for 

Our Future. This pillar is underpinned by six actions that will enable the development of a more 

innovative public service with the ability to respond to complex challenges. The prioritisation of 

innovation in the latest reform plan is evidence of its importance for government. 

In particular, Action 6, “Promote a culture of innovation in the public service” is a current priority 

for the public service. The focus on innovation stems from a recognition that the challenges the 

public service face are becoming increasing complex and intertwined and the change of pace is 

accelerating. Innovation and collaboration are the paradigm shifts that are needed so that the 

public service can effectively respond to its greatest challenges. 

The public service in Ireland

The public service in Ireland is made up of approximately 315,000 employees of which 38,500 

are employed by the civil service. OPS 2020 is overseen by DPER, but is applicable across the 

entire public service including the civil service, defence, education, health and justice sectors, 

local authorities and non-commercial state agencies.  The Department of Public Expenditure and 

Reform (DPER) was established in July 2011 and holds strategic responsibility for reforming the 

delivery of Irish public services along with ensuring public expenditure is well managed. At the 

time of its establishment, the Department was tasked with the reduction of public spending and 

reform of the public service primarily driven by the impact of the financial crisis on Ireland. 

Since its inception, DPER has played a vital role in the delivery of major reform across the public 

and civil service. Two prior programmes of reform were developed and delivered in 2011-2013

Delivering for 

our public

Developing 

our people 

and 

organisations

Innovating 

for our future

6 key actions including 

Action 6: Promote a culture of 

innovation in the public service

Our Public Service 2020 is built on three pillars

Our Public Service 2020 pillars
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and 2014-2016 and were necessarily focused on cost efficiencies in order to ensure the 

sustainability of Irish public finances. As Ireland moves into a new period of reform, DPER will 

build on progress made under previous reform plans, with a renewed focus on to service delivery 

and development. DPER’s role is to create buy-in and develop partnerships with stakeholders 

across the public sector, to enable further transformation and ensure the successful delivery of 

OPS 2020. 

Public Service Leadership Board

The Public Service Leadership Board (PSLB) was established to lead the delivery of OPS 2020. It 

is comprised of leaders and managers from across the civil and public service who will jointly 

direct and deliver the reform programme. The role for this group is to ensure shared ownership 

of the actions in OPS 2020 and to provide leadership for public service development and 

innovation. 
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Project overview

Project overview and outcomes

The Department of Public Expenditure and Reform 

wish to build a more advanced culture of innovation 

across the Irish public service. To achieve this, they 

aim to develop the capabilities required to deliver 

effective public service innovation. To support their 

ambition, and to advance the delivery of the 

innovation aspects of Our Public Service 2020, DPER 

and the Structural Reform Support Service (SRSS) 

have engaged Deloitte to assess Ireland’s public 

sector innovation ecosystem in order to understand 

its starting point and foundations, and to develop a 

vision for the future state which draws on leading, 

international practice. The SRSS is a department of 

the European Commission who support EU countries 

to design and carry out structural reforms, with the 

objective of building more effective institutions. In 

this capacity, the SRSS has provided technical 

support to DPER in respect of innovation in the public 

service. 

Innovation building blocks

Throughout this report, reference is 

made to the Deloitte GovLab 

building blocks for innovation. 

This is the overarching framework 

used to assess the current public 

service innovation culture and to 

guide the development of a more 

advanced culture of innovation. The 

framework is the basis from which 

a culture of innovation is built. The 

five building blocks are leadership, 

strategy, governance, capabilities 

and resources. The building blocks 

are laid out in further detail in 

Chapter 3. 

To facilitate the building of a culture of innovation across the public service, the project will result 
in the following:

1. A clear understanding of the current state of public sector innovation ecosystem

2. Insight into and an understanding of the starting point and foundations already in place

3. An overview of international best practice

4. An understanding of the gaps, barriers and enablers of innovation in the Irish public service 
innovation ecosystem

5. A suite of recommendations addressing the challenges identified through the current state 

research which will build on the foundations in place

6. Relationships with key ecosystem stakeholders 

7. A future state roadmap

GovLab is Deloitte’s unique proposition dedicated to innovation in the public sector.

GovLab supports public sector organisations with the mindset, skillset and toolkit to 

innovate. 
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Overview Actions Outputs

Phase 1: Initiation
A focused series of activities to establish the project, agree the overall approach and 
methodology, and provide a foundation for successful delivery

The Deloitte team worked 
with DPER to outline a 
roadmap for the project 
during the project 
initiation phase and to 
agree the approach and 
methodology.

A detailed work plan and 

project timeline was 

developed in conjunction 

with the DPER project 

team.

Stakeholder analysis was 

carried out. 

• A detailed work plan, 
consultation schedule 
and stakeholder 
engagement approach 
were prepared.

• A long list of comparator 
countries for analysis 
was agreed.

• The inception report 
was submitted at the end 
of the initiation phase.

Project governance

Action Team 6 is a team of cross-sectoral experts on innovation who have assembled to advise 

on Action 6 in OPS 2020: “Promote a culture of innovation in the public service”. Members of 

Action Team 6 were key stakeholders over the course of this project, and attended and 

contributed to both the Ecosystem Lab and Options Workshop. They will continue to act in an 

advisory role in relation to the recommendations set out in this report, with DPER holding 

responsibility for implementation and programme management. 

Project approach

Deloitte was engaged to support the SRSS and DPER with a view to understanding the current 

culture of innovation across the public service and to develop recommendations for the 

development of a more advanced culture of innovation. Through a collaborative approach, 

involving extensive consultation and engagement with a diverse and wide range of stakeholders, 

Deloitte and the DPER project team have gained a unique perspective on the current state 

innovation climate and have developed clear recommendations for the advancement of 

innovation across the public service ensuring a strong foundation for achieving a future state 

vision. 

The project was delivered across four overlapping phases; initiation, as-is assessment and 

benchmarking, options appraisal and recommendations, and report and plan. Each of the four 

phases are described below. The building blocks for innovation framework was used across all 

phases. 



Enabling innovation in the public service© 2018 Deloitte Ireland LLP. All rights reserved 25

Phase 3: Options appraisal and recommendations
Design the principles for, and map the future state

The objective of Phase 3 

was to develop

recommendations which 

addressed the challenges 

posed in the six themes 

and delivered against the 

design principles.

The Options Workshop 

took place during this 

phase to assess and 

provide feedback on a long 

list of options which was 

then short-listed to key 

recommendations

Recommendations and a 

high-level roadmap were 

developed through direct 

examination of the current 

state, and drawing on 

international practice.

The 14 Options Workshop 

attendees provided 

feedback on a long-list of 

options and actions. 

• Recommendations and a 
high level roadmap were 
prepared to address the 
current state issues and 
recommendations for the 
future innovative public 
service

Phase 4: Report and plan
Prepare a final report and roadmap

All deliverables were 

consolidated into a final 

report

Recommendations were 

prioritised to develop a 

roadmap for implementation

• A five year roadmap was 
developed across the five 
building blocks for 
innovation

• This final report was 
prepared with findings and 
recommendations outlined

Overview Actions Outputs

Phase 2: As-is assessment and benchmarking
Understand and document the as-is state and evaluate strengths and weaknesses

An assessment of the 

current public service 

innovation climate was 

conducted to establish an 

understanding of the 

current barriers and 

enablers of innovation, 

and the current innovation 

maturity. This provided 

the basis for advancement 

by evaluating the key 

challenges with the 

current state.

The phase culminated with 

the Ecosystem Lab where 

the DPER team and 

members of Action Team 6 

set the current and target 

maturity. 

Key insights were 

generated through: 

• Consultations (with 
stakeholders from across 
25 public service 
organisations and 21 
ecosystem members)

• Online survey of the 
public service staff (c. 
1,100 responses from 
health, justice, 
education, defence and 
local government

• Deloitte’s network of 
experts and leading 
industry practices

The 15 Ecosystem Lab 

attendees validated the 

current state and set the 

future vision. 

• Six key themes 
emerged from the 
current state assessment 

• Maturity was assessed 
against the innovation 
maturity framework 

• International examples of 
best practice innovation 
were shared
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Significant public service consultation

Consultation with a very broad range of stakeholders from across the public service formed a key 

part of the engagement. This consultation included focus groups, one to one in-person interviews 

and phone interviews. Participation across a range of stakeholders during the consultation phase 

was particularly important to ensure a diverse range of views was captured and an accurate 

assessment of current state innovation maturity achieved. 

In total, stakeholders from across 25 public service organisations were consulted including senior 

leaders, middle management and frontline staff working in defence, education, health, justice, 

local government and the civil service. Two focus groups were also undertaken with 

representatives from the Irish innovation ecosystem. Participants of these focus groups included 

members from the start-up community, academia, established businesses and supporting 

organisations such as Enterprise Ireland and the IDA. 

One to one interviews and focus groups were predominantly structured around understanding 

activity across the five building blocks for innovation. For interviews and focus groups, a set of 

questions was developed to support relevant discussion during the sessions. Time in the 

consultations was divided evenly across the five building blocks so as not to overly focus on one 

area. 

An online survey across was distributed across much of the Irish public service. The survey was 

multiple choice with questions aligned to Irish civil service employee engagement survey issued 

in 2017. In total, in excess of 1,000 responses were received from a range of seniority levels and 

sectors.

Overall, the combination of consultations and the online survey meant key themes and public 

service sentiment towards innovation could be more clearly understood. The consultations also 

supported in the development of the design principles, options and recommendations. 

1100+ 9 15

15 25+ 21

Staff survey 

responses

Focus groups One-to-one 

interviews

Lab participants Public sector 

organisations

Ecosystem 

members

Consultation overview
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Using the building blocks for innovation framework

The building blocks for innovation framework was used throughout the project to guide the 
development of questions for consultations, the current state maturity assessment and for the 
development of recommendations. The building blocks are described in more detail in the next 
chapter and a summary of how the framework was applied is outlined below. 

Activity Description

Consultations

During the consultation phase of the project, the building blocks for 
innovation shaped the design of questions for one to one interviews 
and focus groups. Questions were designed to identify evidence of 
maturity across each of the building blocks. 

Comparison with 
reference countries

By mapping public sector maturity against the building blocks for 
innovation, it was possible to make sensible comparisons of maturity 
against the reference countries. Tangible examples of leading 
practice across the building blocks for comparison are also provided.
Details of the comparator countries can be found in chapter 5.

Maturity 
assessment

Participants at the Ecosystem Lab were presented the current state 
themes emerging from the consultation and the current public 
service innovation maturity was assessed and agreed across the five 
building blocks. 

Recommendation
development

Recommendations for the development of a more advanced culture 
of public service innovation were developed for consideration across 
each of the building blocks.

Innovation Labs

Two Labs were held with DPER and members of Action Team 6 during the project. 

An Ecosystem Lab took place following consultations. The objective of this Lab was to share the 
emerging themes from the consultation and to agree the current and target innovation maturity. 
A number of international case studies were also presented, providing inspiration as to what 
could be achieved by the Irish public service.

The second Lab was an Options Workshop where actions and recommendations were discussed 
by the group. Insights gained were used to refine the final recommendations and to develop a 
five-year innovation road map for the Irish public service. Further details on the 
recommendations and roadmap can be found in chapter 7 and chapter 8, respectively.   
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Navigating this report

This report is structured into five further chapters:

3 Innovation frameworks: this chapter sets out the 
frameworks used to assess the innovation ecosystem, 
and to structure the development of recommendations. 
It presents the theory, concepts and definitions which 
grounded the research and the recommendations 
developed. The chapter includes sections on the 
definitions used throughout the project and this report
and the Deloitte GovLab building blocks for innovation 
framework.  

4 Current innovation culture: this chapter explores the 
current innovation culture within the Irish public service. 
It details the findings from the research and consultation 
conducted, and presents the themes which emerged. The 
chapter additionally includes the assessment of Ireland’s 
overall public service innovation maturity and the target 
maturity which Ireland aspires to. This results in an 
understanding of the gap that exists between the current 
and future innovation culture. The recommendations 
later in this report have been devised to bridge this gap.  

5 International comparators: this chapter presents a 
number of international case-studies and examples of 
how an innovation culture can be enabled. These 
examples are included to provide inspiration for the type 
of culture Ireland might aspire to, and possible initiatives 
and actions which Ireland could undertake. 

6 The future innovative public service: this chapter 
details the design principles which guide the public 
service’s aspiration and underpin the development of 
recommendations. A vision of the future innovative 
public service is also included.

7 Recommendations: this chapter sets out the 
recommendations across the building blocks, to achieve 
the target level of innovation maturity and to bridge the 
gap between the current state and the future vision. 
Each recommendation is set out with additional details of 
the actions/ initiatives which can be taken to give effect 
to the recommendations. 

8 Roadmap and conclusion: this chapter presents the 
overall roadmap to implement the recommendations and 
work to achieve a culture of innovation. It is supported 
by details of some of the enabling factors which will need 
to be in place to support the roadmap’s implementation.

Throughout this report you 

will find examples of 

innovation and initiatives 

which enable an 

innovation culture, from 

Ireland and internationally. 

Innovation in action

Examples of innovation 

projects, or innovative 

outputs from the Irish public 

service, highlighting what can 

be achieved through 

innovation. The principles of 

innovation adopted are 

identified to support the 

sharing of good practice and 

lessons learned. 

International practice

Examples of initiatives taken 

internationally which support 

or enable innovation: the 

examples reflect initiatives 

across all the GovLab 

building blocks and are 

shared to support Ireland’s 

development of 

recommendations to enable a 

culture of innovation. 

Enabling innovation

Examples of positive 

innovation culture from the 

Irish public service: these

highlight how innovation is 

enabled at present, and could 

be scaled or replicated 

further within the public 

service. 
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Chapter 3.

Innovation frameworks

This chapter sets out the frameworks used to 

assess the innovation ecosystem, and to structure 

the development of recommendations. It presents 

the theory, concepts and definitions which 

grounded the research and the recommendations 

developed. The chapter includes sections on the 

definitions used throughout the project and this 

report, in addition to the Deloitte GovLab building 

blocks for innovation framework. 
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Understanding innovation

Introduction

Innovation is a very broad phenomenon and can mean many things to many people. The word 

itself has multiple definitions and experts often struggle to agree on what it means. Innovation is 

often confused with creativity, ideas or change. The implementation of new technology or 

processes is often cited as innovation, however this is not always the case. Few view innovation 

as a system designed to deeply understand problems, take new ideas for how to deal with the 

problems and turn them into solutions. Because of the confusion in understanding, creativity and 

new ideas tend to be embraced but the lack of structure, process and discipline means that the 

ideas don’t become solutions. 

This section of the report will clear up some of the myths about innovation by providing 

definitions, outlining principles and sharing some examples of innovation. The definitions help to 

support a shared understanding of innovation and are expected to evolve over time. 

Throughout this section the jigsaw icon is used to call out how the concept influences the 

future innovative public service and the recommendations developed. 

The lightbulb icon       is used to explain or define concepts.

Definitions of innovation

Innovation

GovLab is Deloitte’s unique proposition dedicated to innovation in the public sector. Deloitte 

GovLab defines innovation as “the creation of a new, viable offering that adds value”. Key to this 

definition is that innovation creates value for society and / or the public service organisation. The 

offering ideally combines elements such as services, business models and customer experience, 

not just a single product. Furthermore, “new” can indicate new to the world or just to the area, 

citizen or customer group. The definition also recognises that innovation should be outcome 

focused and sustainable. 

Innovation is the creation of a new, viable, offering that 

adds value

Different to invention
Can be new to the world, or just new to 

this area or citizen/customer group

Creates value for society, the 

citizen and / or the public 

service organisation

Ideally combines elements such as 

platforms, business models and 

customer experiences – not just a 

single “product” 
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Innovation includes the following 

concepts:

• adding value though user-centric design;

• the application or implementation of new 

or novel ideas;

• understanding and addressing citizen or 

user needs and wants;

• addressing a real or major challenge.

Innovation is not:

• solely the implementation of new 

technology or new processes;

• increased efficiency or effectiveness 

through a business as usual approach;

• new ideas and creativity without an 

outcome.

In understanding innovation, it can be helpful to also outline what innovation is not. 

• Innovation is not just the implementation of new technology or new processes. Technology 

can be an enabler of innovation, but is not necessarily innovation in itself. Investment in the 

digitisation of existing processes is not innovation either. Keeping up to date with the latest 

technology is a necessary ingredient for innovation, but is not innovation in and of itself.

• It is also easy to confuse incremental improvement with innovation. Efforts to increase 

efficiency or effectiveness through a business as usual approach is not innovation. 

• Many often think that change is innovation, however unless that change is a new value adding 

offering, it is not innovation.

• As mentioned, ideas and creativity without an outcome is not innovation. Innovation is about 

executing and implementing ideas and creativity. It has been said that “Innovation is not 

creativity. Creativity is about coming up with the big idea. Innovation is about executing the 

idea” (from Innovation is not Creativity, Harvard Business Review).

• Finally, invention is not innovation. Invention is the creation of a product or process for the 

first time. Innovation may involve invention but it requires many other things as well including 

a deep understanding of whether customers need or desire that invention.  

It was noted that the Action Team, assembled to further Action 6 of Our Public Service 2020 

(Action Team 6), have adopted the OECD definition of innovation which is “the process of doing 

what has not been done before”. This definition was also considered throughout the project. 

As it is useful to have a common understanding of what is meant by innovation. The following 

principles / components of innovation were used: 

In order to enable a culture of innovation, it is necessary to hold a view on what 

innovation is. An understanding of innovation is the foundation for an 

understanding of the culture that needs to be created. The recommendations within 

this report are designed to enable the public service to become more innovative. 

Sources: Harvard Business Review (2010), Innovation is Not Creativity https://hbr.org/2010/08/innovation-is-not-creativity.htm
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Innovation ecosystem

An innovation ecosystem is defined as “a network where actors connect and co-create to advance 

innovation outputs”. An innovation ecosystem includes formal and informal connections made 

across diverse organisations (e.g. public service organisations, universities, industry, the public 

and public service agencies).

The ecosystem is a mechanism that offers actors the opportunity to connect and share 

experiences, solutions, best practice and resources with the aim of advancing innovation across 

their respective organisations. The primary goal of an innovation ecosystem is to enable 

innovation and co-creation. The ecosystem provides a structure that fuels innovation and is an 

environment that provides support and allows for sharing of ideas amongst key stakeholders.

An innovation ecosystem is a network where actors 

connect and co-create to advance innovation outputs

Includes formal and informal 

connections…
…across diverse organisations.

A mechanism that offers actors 

the opportunity to connect…

…and share experiences, solutions, 

best practice and resources.
…create…

The public and start-ups 

co-creating public solutions 

Academia pairing with the 

public service and users to 

research and innovate

Business, start-ups and the 

public service networking 

to devise solutions

Public service 

organisations, leadership 

and agencies sharing 

learnings

Public service employees 

co-creating with users

Public service employees 

collaborating across the 

public service

Established 

business 

community

Government 

agencies

Public service 
and civil service 

staff

Senior public 

service 

leadership

Universities 

and academia

Start-up 

community

The public

Types of actors in the public service ecosystem Examples of ecosystem interactions

The public service innovation ecosystem

Co-creation is an approach to innovation where multiple stakeholders work 

collaboratively to develop new solutions. In public service innovation, co-creation 

regularly happens with the public or end user. 
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It is generally accepted that the development of an effective innovation ecosystem is key to 

developing a culture of innovation across the public service. Innovation ecosystems can be found 

in academia, the start-up community, and established business. Silicon Valley is an example of 

an innovation ecosystem where technology companies benefit from working together. Social

networks are harnessed to bring innovators and thinkers together with venture capitalists, 

investors, entrepreneurs, intellectual property lawyers and others who can help commercialise or 

actualise the innovation. 

The concept of triple helix refers to government, industry, academia and the public working 

together to tackle complex societal challenges. By working together, this triple helix approach 

can create new shared value that benefits all participants in what becomes an innovation 

ecosystem. All ecosystem actors bring their own strengths and benefit to the ecosystem as a 

whole. As the ecosystem develops, it draws further external parties to share ideas and 

collaborate on solutions to challenges faced by the public service. 

The public service innovation ecosystem is part of the greater innovation ecosystem and can be 

segmented into the “internal” (i.e. public service staff, leadership and organisations) and the 

external (i.e. those outside of the formal bounds of the public service). As this project sought to 

support the development of a culture of innovation within the public service, the internal 

innovation ecosystem was the primary focus of research and analysis when compared to the 

external ecosystem. However, both segments were still examined throughout the project and 

considered in the development of recommendations. 

The development of an innovation ecosystem is an important element of 

enabling a culture of innovation. “Wicked” or complex societal problems cannot be 

solved in isolation and require diverse stakeholders to come together. The 

recommendations within this report recognise the importance of an innovation 

ecosystem and are designed to enable the public service and others to connect and 

co-create to advance innovation outputs.

The triple helix model of innovation refers to a set of interactions between 

academia, industry and governments to develop solutions to complex problems. 

Building on the triple helix model, the quadruple helix model adds a fourth 

component to the framework of interactions between university, industry and 

government: civil society and the media
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Principles of innovation 

Foundational principles of innovation are guiding principles or rules that are critical to innovation 

and guide the development of innovative solutions. For solutions to be considered innovative, 

they must adhere to the principles. Purposeful, systemic innovation should incorporate the key 

principles outlined below; without them, innovation is less likely to succeed, or a solution is less 

likely to be considered innovative. 

Innovation should always begin with a focus on the user or public. This is a key concept of user 

or people centred design which is the adopted Deloitte GovLab innovation methodology. The 

principles outlined below are well established and widely accepted components of innovation. For 

example, the UN have established principles of innovation which are; design with the user, 

understand the existing ecosystem, design for scale, build for sustainability, be data driven, use 

open standards, open data, open source, open innovation, reuse and improve, do no harm and 

be collaborative. Private business such as Google have also developed principles to guide 

innovation which have similar themes. 

Six key principles are important to keep in mind:

Centre on the user – Gain deep insights into user needs and problems. Involve and engage 

users in every stage of the process and constantly seek their feedback. 

Think big and bold – Tackle the big problems that have no easy answer first and focus on the 

most difficult parts of the concept. Think beyond core innovation to bolder, transformational 

innovation. Understand broader patterns, shifts and societal trends to look for opportunities. 

Co-create – Work collaboratively with others from across the innovation ecosystem to develop 

new solutions. Embrace open innovation and find ways to work with others to design, build and 

deliver ideas. 

Think big, start small and scale quickly – Be ambitious, but start with a prototype and small 

scale pilot. Once you have incorporated feedback from users, scale up as soon as possible. It’s 

easier and cheaper to identify and resolve problems at an early stage. 

Fail fast and well – Despite all the effort involved, the first version of an innovative concept is 

unlikely to be the best. Prototype fast, and fail early in the innovation process. Learn from failure 

and incorporate learnings into the next iteration. 

Iterate – try and try better – Certain parts of a concept are often less well defined than others. 

Test the concept by seeking feedback from users on a prototype and keep iterating until the 

solution is fit for purpose.  By iterating through a cycle of building, testing and learning, solutions 

increase in strength and decrease in risk and uncertainty. 

Successful execution of innovative ideas requires an understanding of the conditions 

or principles needed to develop a solution. Innovation thrives in an environment 

where the principles are clearly understood; the principles guide the effort and 

direction. As the public service strives to become more innovative, an understanding 

and acceptance of innovation principles will be essential to guide efforts and drive 

cultural change. 
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Centre on the user

• Develop solutions 
informed by user 
needs 

• Involve the user at 
every stage in the 
process

• Focus on gaining deep 
user insights

Think big and bold

• Aim to solve big, 
challenging and 
complex problems

• Be bold when 
generating ideas and 
developing solutions

• Design for impact

Co-create

• Engage diverse 
expertise across 
disciplines and 
industries at all stages

• Work across 
organisational and 
sector silos

• Involve the innovation 
ecosystem

Think big, start small 

and scale quickly

• Design for scale from 
the start

• Start with prototypes 
to demonstrate 
viability 

• Scale solutions once 
concepts are proved

Fail fast and well

• Fail early in the 
process

• Learn from failure and 
apply learnings in 
following iterations

• Fail often and keep 
learning

Iterate – try and try 

better

• Adapt prototypes and 
solutions based on 
user feedback

• Test solutions and 
keep improving

• Always aim to do 
better 

Innovation principles

Deloitte GovLab six principles of innovation
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Archetypes of innovation 

Innovation can be categorised according to three levels: core, adjacent and transformational. 

This approach is known as the Innovation Ambition Matrix; the categories relate to the level of 

innovation ambition in an organisation. (Nagji & Tuff, 2012). The public service should be 

investing in all three types of innovation and focussing on a balanced portfolio as this approach 

balances risk and return.

Core innovation

Core innovation initiatives involve the public service improving and optimising existing services 

and operations, or making incremental changes to products / services. Core innovation generally 

draws on an organisation’s existing capabilities and assets with a focus on traditional services. 

Examples of core innovation: 

 MyGovID – Optimisation of existing public services through digitisation

 Use of robotics to automate existing processes and improve efficiencies

 iPhone upgrades with new features (e.g. facial recognition)
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Transformational innovation

Wholly new co-created solutions 

to complex challenges where the 

citizen/ customer leads the 

development of breakthroughs, 

and the public sector forms part 

of the ecosystem 

Adjacent innovation

New developed solutions, that 

build on existing services / 

products provided by 

government.  The public sector 

leads, but involves businesses or 

citizens in co-creation

Core innovation

Digitisation or optimisation of 

existing public services or 

products

Existing New
SERVICE

Sources: Harvard Business Review (2012), Managing your innovation portfolio https://hbr.org/2012/05/managing-your-innovation-
portfolio

Archetypes of innovation
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Adjacent innovation

Adjacent innovation is where the public become involved in co-creation to create extensions, 

enhancements and improvements to services. An adjacent innovation generally draws on existing 

capabilities, but in the development of new services and in new areas.

Examples of adjacent innovation:

 Smart Cities – involving innovative private sector businesses in the development of 

technologies to increase operational efficiency and improve the lives of the public

 Netflix – the service remains the same however the method and approach to delivery of that 

service is new, with users guiding the developing of content through the use of user data. 

 Wearable devices in healthcare to track patient vital signs

 Public service working with private industry to develop enhanced technologies

Transformational innovation

Transformational innovation creates completely new solutions and entirely new operating models 

to tackle complex and wicked problems. It relates to new offerings or services that meet new 

customer needs. The innovation ecosystem generally lead the development of transformational 

innovations which requires leadership and sponsorship by an organisation’s most senior leaders. 

Example of transformational innovation:

 Development of a social impact bond, lead by private industry to solve social problems. 

 The application of disruptive technologies such as blockchain, virtual reality and artificial 

intelligence to make life better for the public

Developing a balanced innovation portfolio

In a balanced innovation portfolio, transformational innovation generally constitutes 10% of an 

organisation's innovation output however, it is generally viewed that 70% of returns, or impact 

come from transformational innovation. Research conducted by Nagji and Tuff across private 

industry revealed that companies that allocated about 70% of their innovation activity to core 

initiatives, 20% to adjacent and 10% to transformational innovation outperformed their peers. 

Just as in the private sector, public sector organisations should be investing in all three types of 

innovation. 

70% core

20% adjacent

10% transformational

Treating innovation as a portfolio of projects 

can help public service organisations quantify 

the impact of initiatives, justify investment and 

offset risk. Managing innovation in a 

disciplined way helps to balance risk and 

return. Diversification across a portfolio of 

innovation requires a shift in the mindset of 

leadership from viewing innovation as a one 

off to viewing it as a suite of initiatives to be 

managed in a balanced way. A balanced innovation portfolio

Wicked problems are complex societal issues, that are extremely challenging to 

solve. In general, wicked problems are those that have indeterminate scope and 

scale, such as inequality, political instability and poverty. 
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Innovation can range from simple optimisations of existing services, to the 

transformation of services through co-creation.  A public service culture of 

innovation need to needs to support all types of innovation to happen, from modest 

to radical. 

Some benefits of taking a portfolio-driven approach to innovation for public sector organisations 

include:

 See the impacts of easily implemented innovations while simultaneously exploring future 

disruptive technologies;

 Justify taking on longer-horizon, higher-risk initiatives because they are offset by shorter-

term, more certain projects;

 Manage innovation budgets and justify budget requests; and

 Ensure that innovation efforts are complementary to each other, but not redundant

Sources: Deloitte, (2018), “Developing innovation portfolios for the public sector”,  
https://www2.deloitte.com/insights/us/en/industry/public-sector/innovation-portfolios-public-sector-organizations.html 
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Building blocks for innovation

The building blocks framework

The overarching framework for innovation used 
to assess the current public service innovation 
culture and to guide the development of a more 
developed culture of innovation is the Deloitte 
GovLab building blocks for innovation. The 
building blocks provide a way to structure 
efforts to advance innovation in an 
organisation. 

Organisations with the strongest track record in 
innovation manage their innovation efforts 
across five key areas or building blocks. Focus 
needs to be placed on all five areas to truly 
develop a culture of innovation, and to develop 
innovation capabilities. Within each of the 
building blocks there are levers to foster 
innovation competence. 

This framework for driving successful 
innovation in the public sector is discussed in 
detail on the following pages with an overview 
of the building blocks provided in the figure 
below. 

• Leaders with awareness 

and understanding.

• Ambassadors for 

innovation.

• Championing and 

spreading the innovation 

culture.

• Articulated vision and 

overarching, inspiring 

and adaptive strategy.

• Target areas and 

problems clear within 

and across the public 

service.

• Clarity on how and by 

whom decisions are made 

to initiate, extend or 

terminate innovations.

• Guidelines on how to 

select projects.

• Ways to monitor and 

manage progress.

• Ensuring a balanced 

portfolio. 

• People equipped with skills to 

innovate.

• Embedded human centred design.

• Understandable processes to 

execute and deliver.

• Funding sources and 

metrics for innovation. 

• Physical and digital 

systems and spaces. 

• Established innovation 

networks across the 

public service and 

ecosystem

Governance Capabilities

Leadership

Resources

Strategy

Innovation building blocks and 

innovation culture

Culture describes “the way things work 

around here”. (Deloitte, 2016) It includes 

the values, beliefs, behaviours, artefacts, 

and reward systems that influence people’s 

behaviour on a day-to-day basis. Because 

culture is driven by people and deeply 

embedded in an organisation through a 

myriad of processes, reward systems, and 

behaviours, it can be difficult to understand 

the drivers of culture. 

Use of the building blocks framework 

provides a mechanism to consider the 

components of an innovation culture. 

Segmenting innovation culture in this 

manner, provides a structured and 

manageable way to understand innovation 

culture and ultimately achieve culture 

change. 

Sources: Deloitte, (2018), “Transforming the public sector”; Deloitte, (2016), “Human Capital Trends” 

The building blocks for innovation
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The enabler building blocks: leadership and strategy

Within Deloitte GovLab’s five building blocks for innovation framework, there are two enabler 
blocks when seeking to develop a culture of innovation, or developing innovation competencies. 
Leadership and strategy help to set the agenda and provide the foundations for the remaining 
three building blocks; governance, capabilities and resources. 

Leadership

The leadership building block relates to the need for awareness and sponsorship of innovation by 
senior and organisational leaders, including political leaders. Leaders must be ambassadors for 
innovation in their organisation, helping to drive a culture of innovation amongst departments 
and teams. Successful innovation requires strong and visible champions at leadership level.  
Without the support and drive from leaders, innovation can tend to fail to flourish at any large 
scale and effort placed on further building blocks becomes redundant. Under the building blocks 
framework, strong leaders posses three key attributes. These are:

The importance of leadership for innovation was regularly discussed throughout the project, and 
was referred to regularly during consultations. Further details of recommendations aligned to the 
leadership building block can be found in Chapter 7. 

Strategy

An innovation strategy, supported and committed to by leadership, is critical for innovation. An 
effective innovation strategy should articulate an inspiring vision for innovation and prompt 
action. Goals should be ambitious and a key characteristic of an innovation strategy is the need 
for it to be adaptive. In unpredictable environments characterised by testing and iteration, the 
emphasis should be on experimentation rather than on long term analysis and planning. The 
strategy should set a medium term vision with annual iterations based on lessons learned. 
Adaptive strategies are characterised by experimentation, responsiveness to changes in the 
environment, trying novel approaches and scaling up at the appropriate time. 

Attribute Description

Engage
Leaders who cultivate trust and inclusion to invite ideas from anyone, 
anywhere

Shape
Leaders who build agile teams that can adapt to match challenging 
environments and stay ahead of future needs and problems

Create
Leaders who establish platforms and avenues for generating, refining, and 
disseminating new ideas, solutions, and products to meet citizen expectations

The building blocks for innovation are the foundations for building a culture of 

innovation in an organisation. Considering and focussing on the development of the 

building blocks together enables the creation of a more advanced culture of 

innovation. 
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An innovation strategy should incorporate the following: 

• Alignment with the organisation’s or sector’s overall strategy: how innovation will support the 
overall strategy and a compelling narrative on the vision for innovation. This ensures focus on 
outcomes and not just innovation for innovation’s sake 

• The innovation agenda and how the organisation will approach or “do” innovation

• Domains and challenges to be targeted – the problems or challenges that innovation will focus 
on and tackle, along with the ecosystem members required to solve problems

• Parameters for the governance of innovation – a description of the approach to innovation 
governance in the organisation

• Scenario plans to meet future challenges

When an adaptable strategy is achieved, a shift happens, moving away from predictions of the 
future and towards a mindset of rapid prototyping and experimentation. In doing so, public 
sector organisations can learn what works most effectively through experience. Developing a 
strong innovation strategy with ambitious goals, a resonating narrative and adaptive attributes, 
can be a challenge for the public sector. However, once achieved and drawing on the support of 
leadership, the three supporting building blocks; governance, capabilities and resources are 
better positioned for success.  

The supporting building blocks: governance, capabilities, resources

Governance

Effective governance for innovation promotes a culture that channels creativity, stimulates 
entrepreneurship, encourages teamwork and collaboration and gives permission to fail. The 
governance building block incorporates guidance and pathways, metrics, risk management for 
innovation and structures and processes to overcome barriers. Governance should be 
characterised by simple rules, tailored to the culture of the organisation; too much constraint 
stifles innovation.

Governance for innovation should not conflict with existing governance structures however, when 
establishing governance it should be recognised that different structures and approaches may be 
needed due to the unique characteristics of innovation. As mentioned prior, a disciplined 
approach to innovation helps it to flourish in organisations. By putting structures and rules in 
place, organisations are better placed to coordinate innovation activities and effectively 
collaborate. 

Some of the key elements of governance for innovation are outlined below: 

• Pathways: Governance structures should provide clarity on how and by whom decisions are 
made to select, initiate, extend or terminate innovations. Clear, easy to understand and 
familiar pathways to provide guidance for innovators are critical. Roles, responsibilities and 
ways of working should be clearly defined. 

• Metrics: Creative metrics that allow flexibility for innovators are necessary. For example, 
when developing strong governance practices for innovation, three forms of metrics are 
common. These are:

1. Short-term milestones that measure progress. This may include the number of people using 
the new service/solution, how they rate the performance and how active the participants are. 
In general, these metrics are more easily measured, aligned with the longer term objectives 
of the initiative and mainly focused on learning. 
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2. Long-term metrics designed to measure figures such as growth trajectory and correlation 

with fundamental shifts. 

3. Core metrics that measure how innovation may support or improve operational elements of 

the organisation.

• Risk management: A systematic approach to risk management should be designed 

incorporating approaches such as smaller scale experiments and pilots in test environments, 

rather than big-bang approaches. In doing so, the impact of the failure is mitigated and 

lessons learned more impactful.

• Balanced portfolio: Responsibility should be assigned for the oversight and management of 

the overall innovation portfolio with a focus on the desired split between core, adjacent and 

transformational innovation.

Capabilities

The fourth building block is capabilities for innovation and relates to the organisational 
capabilities and individual competencies required to successfully deliver innovation. In an 
innovative public sector, a ground-up innovation culture exists when people are equipped with 
the right skills to deliver successfully as well as having the insights and wide-ranging research 
available which naturally supports ideation. Innovation should be the responsibility of everyone in 
an organisation, but different levels require different competencies. Competencies can generally 
be categorised as the required mindset, skillset and toolkit as required for leaders, managers and 
practitioners. Further details on innovation competencies can be found in Chapter 7. 

Core to any innovation skillset is a methodology or process for innovation. The preferred Deloitte 
GovLab approach is innovation by design, also known as human, user or people centred design. 
Innovation by design is a structured approach to innovation with particular focus on 
understanding and addressing the needs of the end user. The innovation by design process 
consists of different phases in which teams develop their project further. Each phase has its own 
budget and resources. A stage gate committee decides if a project is ready for the next phase, 
needs further iteration or should be stopped. 

The innovation by design process
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Key elements of innovation by design are: 

• Sprint based working: Sprints or specific sets of work must be completed and ready for 
review in a short time frame. During a sprint, critical questions are answered through rapid 
prototyping and user testing. The short sprint cycles allow teams to change and adapt if the 
adopted approach is not working or performing. Iteration is a key element of innovation by 
design. Each phase consists of different sprints in which defined activities are carried out by 
the team. The timeline of a sprint can differ by set of activities. 

• Prototyping and piloting: Prototypes are early, rough representations of ideas that are 
concrete enough for people to react to. The key is to rapidly explore a range of ideas without 
becoming too invested in any one. Based on feedback from end users and other stakeholders, 
you adapt and amend the solution until it’s compelling and workable. Piloting is where the 
prototype is further refined through a real scale pilot. 

• Iteration: Projects constantly diverge and converge; projects can go back to an earlier phase 
in the process if needed. 

Resources

The final building block in the framework is resources, and refers to the mechanisms to fuel and 
fund innovation, along with the resources required to support successful innovation. Innovation 
leaders need to consider the best use of resources to enable and support the successful 
development of novel solutions. Resources for innovation include time, funding, networks and 
collaboration. Three of the key resources for innovation are described below: 

Networks and collaboration: Co-creation through networks and alliances is an equally 
important element of the resources building block. Every organisation is involved in many 
different ecosystems however, tapping into unexplored connections can motivate innovators, 
spur creativity and accelerate innovation processes. Innovation networks can take many forms 
including online social media platforms, formal idea sharing events and informal, cross-sectoral 
meet ups. Leveraging the wider ecosystem to co-create is key to successful innovation. 

Time for innovation: An often cited barrier to innovation is lack of time. Providing time for 
innovation and prioritising innovation in business planning can allow the reflection required to 
understand problems, interact with users, ideate and develop novel solutions. Time for innovation 
is important across all levels in an organisation. It allows for greater collaboration with the 
innovation ecosystem. While the development of core and adjacent innovation may be facilitated 
in a business as usual timeframe, dedicated time is usually required for transformational 
innovation. Time should be linked with metrics for innovation with clear outcomes required for 
time invested.

Funding: Funding is a primary requirement for innovation and the approaches to funding 
innovation should be carefully considered. In particular, transformational innovation often 
requires significant funding. Sustained investment without immediate benefit can often be 
challenging for many public sector organisations under financial pressures and tied to traditional 
budget practices. In the past, organisations have adopted models that allocate an ‘innovation tax’ 
as part of their budget. This is a portion of an annual budget dedicated to innovation and runs in 
parallel with other innovation initiatives. A key consideration is the provision of adequate funding 
which can be allocated flexibly and rapidly without recourse to the usual hierarchal structures and 
sign-offs. 
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Chapter 4.

Current innovation culture

This chapter explores the current innovation culture 

within the Irish public service. It details the findings 

from the research and consultation conducted, and 

presents the themes which emerged. The chapter 

additionally includes the assessment of Ireland’s 

overall public service innovation maturity and the 

target maturity which Ireland aspires to. This 

results in an understanding of the gap that exists 

between the current and future innovation culture. 

The recommendations later in this report have been 

devised to bridge this gap. 
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Current innovation culture

Introduction

Summary of findings 

This current state assessment was conducted with a view to developing a solid understanding of 

the current environment. The assessment focused on identifying the barriers and enablers with a 

view to improving and implementing beneficial change. The themes set out reflect what was said 

at the interviews, focus groups, the Ecosystem Lab and the Options Workshop.

A current state assessment is, by its nature, critical as its objective is to identify areas for 

improvement and development. As a result, positive elements of the existing culture are often 

overlooked as people focus on what needs to change. It is, however, important to recognise that 

there are many positive elements of the current public service innovation culture. 

Support for the vision

The positive engagement of all public service staff and stakeholders involved in the consultation 

is important to note. It contributed significantly to the value of the findings the Deloitte team 

were able to identify, and is a positive sign for building a more advanced innovation culture 

across the public service. Those consulted were open, willing to share, enthusiastic about the 

topic, and supportive of the project. 

Stakeholders from across the innovation ecosystem were consistently supportive of the overall 

vision to promote a more advanced culture of innovation across the public service in Ireland. 

Participants recognised the importance and value of innovation for the public service, along with 

the need to innovate. Consultation participants recognised that innovation is necessary to 

improve services for the public. Many stated that innovation is necessary for “survival”. The 

consistent message across leadership interviews and focus groups was that innovation is 

happening in the public service but more innovation is needed and support required to remove 

the barriers and provide the capabilities necessary to innovate. 

A solid foundation in place

While the general consensus from consultation is that the public service is not as innovative as it 

could, or should be, many existing innovations were cited from across the public service. 

Examples for supports for innovation were also shared. Many mentioned a desire to be more 

innovative, and that they would welcome additional supports and tools for this. 

It was felt that there is a stereotype in place that innovation does not happen in the public 

service. This is demotivating, but also inaccurate. Many examples of innovation were highlighted 

during consultation. The examples demonstrate that the public service can, and does innovate. 

Both individuals and teams have developed innovations and solutions to problems their 

organisations and the public service face. Some of these are highlighted later in this report. Many 

more examples were shared during this project with a selection shared within this report. 
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The sharing of these success stories of innovation 

is viewed by stakeholders as a mechanism in itself 

to motivate individuals and promote a culture of 

innovation. Showcasing innovations and public 

service innovators can also serve as a mechanism 

to “give permission” to others to innovate, 

encouraging action.

Support for the vision and a 

solid foundation 

“People at all levels are saying 
that there is a better way”

“Innovation is key to survival”

“We should innovate because 

it’s the right thing to do”

“Innovation should be the first 

thing we think of”

“Innovation is happening all 

around us”

“There are lots of great 
examples of innovation across 
the public service”
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Survey of public service staff

In order to carry out a pulse check of innovation across a broad range of individuals in the public 

service, a survey was sent to public service staff from health, defence, justice, education and 

local government. The purpose of the survey was to gain an understanding of the extent to which 

public servants feel their organisation supports and encourages them to be innovative. The 

survey gives further insight into the public service innovation climate and adds to the 

understanding gained from in person consultations. 

Survey responses breakdown by sector

Education

30%

Health

19%
Justice

19%

Defence

1%

Local 

Government

14%

Other

17%

Response results

The survey questions posed were the same as 

those in the civil service employee engagement 

survey, and results are similar. The civil service 

survey however demonstrated a higher level of 

positive responses to questions related to 

organisation and management responsiveness. 

While the survey is not a representative sample 

of the entire public service, it provides insights 

into the views of innovation across five key 

sectors. The graph to the right shows the 

proportion of responses from each sector. 

“Other” includes responses from participants 

who did not identify a sector. Respondents 

were not required to specify their sector, so the 

“other” category may include respondents who 

work in sectors which are separately listed. 

Approximately 1,100 responses were received. 

The graph overleaf presents the results of the public service innovation survey conducted for this 

project against the civil service engagement survey (2017). The results reflect the proportion of 

respondents who answered “agree” to each question. The survey results reinforce the messages 

which emerged through the focus groups and interviews. In particular, the survey results support 

the finding that there is a perception of organisational rigidity or a difficulty in “processing” ideas 

or innovations through the public service (see the “clear the pathways” theme for more 

information).

Survey questions

Survey participants were asked for their perception and level of agreement with five 

statements related to their organisation’s openness to innovation. Participants could answer 

“agree”, “neutral” or “disagree” to each statement. This was the same structure and response 

format as applied to the civil service engagement survey 2017.  The statements were:

1. New ideas are readily accepted here

2. This organisation is quick to respond 
when changes need to be made

3. Management here are quick to spot the 
need to do things differently

4. This organisation is very flexible: it can 
easily change procedures to meet new 
conditions and solve problems as they 
arise

5. People in this organisation are always 
searching for new ways of looking at 
problems
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Overall survey response breakdown

Variation by role type

Participants were also asked to indicate their role within their organisation. The options provided 

were: Leader or senior manager; Manager; Team member; Frontline staff supervisor; Frontline 

staff. This provided an opportunity to distinguish “front-line” (direct public facing staff) 

responses, and additionally to analyse results by the level within the organisation.

Considerable variation occurred in responses by level, with leaders and senior manager 

consistently more likely to “agree” with each statement than any other segment, and frontline 

staff least likely to agree. The table below sets out the percentage of “agree” responses by 

question for each segment, with the highest (in green) and lowest (in red) levels per question 

highlighted. This indicates significant variation in the experience of innovation across the public 

services, and indicates that front-line and team member experience may require particular focus 

within future recommendations. 

1. New ideas are readily accepted 
here

2. This organisation is quick to 
respond when changes need to be 
made

3. Management here are quick to 
spot the need to do things 
differently

4. This organisation is very flexible: 
it can easily change procedures to 
meet new conditions and solve 
problems as they arise

5. People in this organisation are 
always searching for new ways of 
looking at problems

Public service staff surveyed for this project (n=1,103) Civil service employee engagement survey

Legend:

34%

31%

30%

33%

37%

35%

22%

26%

24%

39%

Survey responses breakdown by statement

Statement no.: 1 2 3 4 5

Leader or senior manager 60% 41% 46% 34% 51%

Manager 47% 31% 31% 22% 41%

Team member 43% 25% 27% 24% 34%

Frontline staff supervisor 32% 25% 27% 23% 31%

Frontline staff 18% 10% 13% 12% 23%

Survey 

responses 

breakdown 

by role 

(%age of 

“agree” by 

statement)
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Consultation themes

Key findings: a statement of the key findings within the theme – a description of the essence 

of the theme.

Relevance: an explanation of why this theme is relevant in the context of innovation.

Impact: outline of the impact on a culture of innovation in the public service.

Also included are direct quotes from participants that support or provide evidence for the findings 

and rationale for the inclusion of the theme.

Establishing the themes

This section sets out the dominant themes that 

emerged from consultation with stakeholders 

from across the public service and the wider 

innovation ecosystem. The objective of the 

consultation was to understand the current 

innovation culture and the perceived enablers and 

barriers to innovation. It also afforded the 

opportunity to explore examples of innovation 

and the experiences of both public service staff 

and the wider innovation ecosystem. Consultation 

inputs included focus groups, interviews, Labs 

and an innovation survey (See Chapter 1, project 

overview). The consultation inputs informed the 

development of the current state themes and the 

maturity assessment set out later in the chapter. 

Consultation findings have been grouped together 

into six primary themes. Themes are major or 

recurring topics that arose over the course of the 

consultation. They act as focus areas to guide the 

development of recommendations and to help 

build a more advanced culture of innovation in 

the Irish public service. 

Each of the themes are described according to 

the following structure:

Brave and 
fearless 

leadership

Innovation 
under-

standing

Recognition 
and reward

Clear the 
pathways

Collaboration  
is key

A little goes 
a long way!

Six current state themes

Innovation 

survey

Ecosystem 

Lab & Options 

Workshop

Focus groups Interviews

Consultation inputs

Consultation inputs and emergent themes



Enabling innovation in the public service© 2018 Deloitte Ireland LLP. All rights reserved 50

Leadership for innovation exists in pockets however leadership for innovation is not 

currently widespread across the public service

Innovation leadership at senior levels is both desired and critical. Brave and fearless 

leaders should set the vision and give permission to act

1

2

The “squeezed middle” are the middle management group that are perceived as a 

barrier to innovation as they lack the time and understanding to support innovation
3

Theme 1: Brave and fearless leadership

Key findings

4
The wider ecosystem (e.g. start-ups, entrepreneurs, established business) see the 

benefit in having a public service innovation strategy to define the purpose of public 

service innovation

Leadership for innovation exists in pockets

Pockets of innovation leadership exist, but leadership for innovation is not currently 

widespread across the public service. Individual leaders demonstrate an understanding of 

and support for innovation, but this is not pervasive. Innovation is happening because of 

fiercely determined individuals, rather than systemic supports. Those determined leaders 

are driving innovation and also empowering others to become innovators. Leaders for 

innovation emerge at all levels in organisations due to personal determination. A general 

lack of awareness of the principles and conditions required for successful innovation 

exists. At a leadership level however, this is viewed as a barrier to innovation and a 

barrier to growing leadership support for innovation. 

Innovation leadership at senior levels is both desired and critical

Brave and fearless leadership for innovation is seen as critical, and is desired by public 

service staff. Staff are seeking this leadership at senior management level and amongst 

political leaders. While leadership for innovation is important at all levels, strong senior 

leaders need to set the vision for their organisation and give permission to act. Support 

from senior leadership is viewed as a key enabler of innovation. In particular, senior 

leaders need to give permission to challenge the status quo and support risk taking. 

It is also viewed as important that political leaders are supportive of innovation. In 

particular it is viewed as necessary for politicians to be aware of the broad principles of 

innovation in order to gain their support and understanding for the innovation process 

and its implications, in particular risk taking and acceptance of failure (within appropriate 

parameters). Leadership for innovation from political leaders was stated as important to 

send a clear message that innovation is a public service priority. 

1

2
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An overall lack of awareness of the disciple of innovation and principles of innovation came 

across during the consultations. A lack of familiarity of the language of innovation, and 

little understanding of the mindset and skillset required for innovation was also observed. 

This is limiting leadership awareness and capability. This challenge is described in further 

detail in Theme 2 below. 

The “squeezed middle”

The squeezed middle are the middle management group across the public service that are 

under pressure both from above and below. They are experiencing pressure from their 

senior leaders to perform, while also managing a work programme and supporting their 

team to deliver and develop. It is viewed that the group are busy “fire-fighting” and do not 

have the time to support innovation. They are focused on risk containment, a necessary 

focus, and lack the toolset to manage risk associated with innovation in a more strategic 

manner.

This management group are seen as a barrier to innovation as it is perceived they have 

neither the time nor understanding to support innovation. Their support is seen as critical 

for the development of solutions, and for navigating the hierarchy. In addition, they are 

viewed as not having adequate capacity to focus on innovation themselves. 

Innovation strategy

The wider innovation ecosystem (entrepreneurs, start-ups, established business, academia 

and agencies supporting business) has an appetite for a clear public service strategy, 

focused on identifying the “big problems” and enabling collaboration to collectively solve 

major challenges. This group believe that the public service could demonstrate leadership 

for innovation through the development of a national public service innovation strategy. 

3

4

Relevance

Strong leadership commitment for innovation is critical to successfully enable a culture of 

innovation, and to deliver innovative outcomes. Leaders help set the vision, give permission to 

act and serve as champions for innovation. Traditional leadership styles are not always fit for 

purpose for innovation, with new and different competencies needed. Leaders with an external 

orientation and an understanding of the future challenges can help set priorities for innovation 

and understand the problems that need to be solved. Leaders need to be unfaltering in their 

support for innovation, even when there are failures. Leadership for innovation is required at all 

levels from political leaders to senior leaders, middle management and team leaders.  

Impact

Where an absence of leadership for innovation exists, public service staff encounter difficulties in 

gaining support for innovative ideas and solutions. Staff also perceive that they do not have 

permission to act and that innovation is not for everybody. This results in underperformance in 

innovation when efforts to innovate are held back due to lack of support. Absent also is a vision 

for innovation and an understanding of the imperative to innovate. These factors combine to limit 

the extent of innovation which occurs. In particular, transformational innovation is difficult, if not 

impossible, without a strong leadership commitment. 
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Consultation feedback

Throughout the consultation, interviewees at all levels elaborated on leadership challenges. A 

range of these comments are included below.

“Political 

support is 

critical”
“Middle grade managers 

need time to innovate”

“You have to champion your own idea as often there 
isn’t someone to support it”

“Leaders need to win over the hearts 
and minds in order for innovation to 
grow and flourish”

“There are many 

blockages in the 

middle”

“Leadership support for 
innovation is a key 
enabler”

“We need leadership (for 

innovation) and the guts to 

do it!”

“Securing a champion for an 
idea and individual 
determination is key”

Service RePublic, Cork County Council: Leadership and ecosystem engagement

In order to deliver on its objectives, Service RePublic has been established within the council 

and is developing external partnerships across the innovation ecosystem. The mission is to 

“help people to have better lives by delivering the best services for all”. Two initial projects 

employing user-centred methodologies have been completed. Cork County Council have 

looked beyond the internal public service capabilities and competencies and instead have 

leveraged new capabilities and networks to develop Service RePublic. 

Innovation principles applied:

 Co-creating and developing partnerships with the innovation ecosystem to tackle 

common problems

 Centre on the user through gaining deep user insights and embedding user-centred 

design in the organisation

Innovation in action

Cork County Council has set an ambition to make transformation 
within the council inclusive and visible. The organisation is on a 
journey to develop collective expertise in design thinking and 
service design tools and techniques, to build a community of 
service designers and to promote and lead user-centred change 
by co-designing better public services. 
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Theme 2: Innovation understanding

Lack of understanding of the discipline of innovation

Public service staff, management and leadership demonstrated limited awareness or 

understanding of the discipline of innovation, the capabilities required for innovation or 

innovation processes. The concepts and principles associated with innovation such as 

human-centred design1, co-creation, iteration, and experimentation are poorly if at all 

understood. Also absent was an articulation of the capabilities required for innovation. 

There is some awareness of the requirement for risk taking and failure but not that this 

should occur within the context of an innovation process. 

Some individuals discussed the requirement for creativity, however many mistakenly 

identified change management, project management or data analytics as the capabilities 

required for innovation. Whilst these are important capabilities, and may intersect with 

innovation (e.g. they are necessary to scale innovations) they are not core innovation 

capabilities. A misconception also exists that innovation equates to “having ideas”, rather 

with little recognition of the requirement to have a thorough understanding of the problem 

before developing solutions.

Additional knowledge gaps in relation to the necessity of co-creation across a wider 

innovation ecosystem were noted with, in general, an inward looking view being taken by 

those consulted with. The focus was on what individual members of the public service 

could do, rather than looking to involve the ecosystem. Also noted was the lack of 

widespread knowledge of user-centred design which is the key process or approach to 

successful innovation. 

Language of innovation

Connected to the lack of innovation understanding is a lack of shared definitions and a 

common language of innovation across the public service. This appears to cause 

confusion, and many of the words and phrases associated with innovation are poorly 

understood. 

There is a general lack of awareness and understanding that innovation is a distinct 

discipline with its own methods, processes and skillset

The language of innovation can be a barrier for some, and there is a lack of shared 

definitions and understanding of innovation across the public service 

1

2

It is perceived that the principles of and distinct skillset required for innovation are not 

understood by political leaders or the public
3

Key findings

1

2

Notes: 1: “Human-centred design, “User-centred design” and “People-centred design” are used interchangeably throughout this report
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Even the word innovation itself is often understood in different ways. Some see it as a 

strategy, while others view innovation as an activity, and others as an output. Innovation 

vocabulary and language can inspire some but is a barrier for others. 

Some individuals, particularly amongst the leadership group mentioned a cynicism or 

scepticism about the use of the word innovation as it tends to be widely used yet often 

poorly understood. It was mentioned that innovation is regularly inserted into strategic and 

other plans but often lacks meaning and often tends to be aspirational. 

Political and public awareness

It is not perceived that political leadership, or the public, understand innovation either, 

which compounds a fear of failure within the public service. Risk taking, failure, 

experimentation and iteration are all key to developing successful innovations. Because 

these approaches to the development of new solutions are poorly understood, they can 

sometimes be viewed as an ineffective use of public resources. 

Many political leaders and the public understand innovation as relating only to technology 

and not to innovation in the areas of services, processes or policy. Lack of external 

innovation understanding (both public or political) acts as a disincentive to innovation. Fear 

of negative portrayal in the media or political criticism curtails innovation efforts.

3

Department of Employment Affairs and Social Protection: Understanding user-
centred design in innovation

Innovation in action

Innovation principles applied:

 Centre on the user through the use of personas to understand user needs

 Thinking big and bold, and designing for impact through the development of a scalable 
platform

 Development of solutions informed by user needs 

In recent years, the Department of Employment 
Affairs and Social Protection has embarked on a 
journey to redesign service delivery. Projects range 
from secure and scalable identity platform 
(MyGovID) to the development of digital services 
(mywelfare.ie). Across these projects, user-centred 
design has underpinned the development of 
innovative solutions. Persona driven design 
supported the development of various user journeys 
with a key focus on user self-service at its core. In 
other cases, focus groups were held with service 
users to understand their particular needs which 
enabled the department to look, listen and step in 
the shoes of their users. 
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“There is a

poor 

articulation of 

innovation 

across the 

organisation”

“We need change 
management capability”

“We don’t have the skills for analysis or innovation”

“We have had a focus on developing 
project management capabilities and 
this is what we need for innovation”

“We don’t really

understand what 

innovation means for 

the public service”

“The word innovation can 

be scary for people. 

Solutions is better”

“We use the word 

innovation in strategies but 

if often has no meaning”

“Ideas don’t translate to 

actual change”

Relevance

Innovation is a distinct discipline with its own processes, principles and approaches. It requires 

the development of a specific mindset, skillset and toolset and a distinct set of capabilities. Most 

often, successful innovation does not spring from a creative idea, but results from the conscious 

development of a solution from a clearly defined problem while following a defined process. By 

imposing constraints, through a process, innovators can channel creativity, experiment, iterate, 

design and scale innovations. Awareness and understanding of this discipline is critical for 

innovation to be successful. 

Impact

Lack of awareness of innovation is a barrier to the proliferation of innovation across the public 

service. When the capabilities for innovation are poorly understood, they cannot be applied or 

developed, meaning that the level of innovation does not increase. Frontline staff in particular 

tend to understand the needs of the public, but these insights are not recognised as key to 

developing solutions. The lack of awareness and understanding of the discipline of innovation 

along with its processes, methods, principles and the associated skillset required, is causing 

difficulties for the proliferation of a culture of innovation across the public service. Attempting to 

innovate without an understanding of the discipline can lead to multiple failures without lessons 

learned. Lack of a common understanding or meaning of innovation may also be limiting. It is 

difficult to work toward a goal, when the goal is not understood. 

Consultation feedback

It was apparent from the consultation that there was a general lack of awareness and 

understanding of innovation. The language of innovation was not heard (apart from an isolated 

few). Few demonstrated an understanding of concepts such as user-centred design, prototyping, 

piloting or iteration. 
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Limerick.ie, Limerick City and County Council: Design with a focus on the user

Limerick.ie was launched as a single landing point for those who want to learn or find out 

more about Limerick. It was conceived as a digital marketing platform with integrated 

information about Limerick. Rather than having separate website for different services in 

Limerick, a single site was developed to provide information to those who wish to visit, live 

work or invest in Limerick. Personas were used in the development of the website, to 

understand user needs. Limerick City and County Council's vision is to use digital 

technologies to transform the way people access information, education, and digital 

services, and improve the way local business trade. 

Innovation principles applied:

 A focus on the user through the use of personas to develop the website

 Development of an understanding of, and insights into user needs

 Design for impact through the use of digital technology to transform information 

sharing, service delivery and to meet public expectations

Innovation in action

Access website at: 

https://www.limerick.ie/

https://www.limerick.ie/


Enabling innovation in the public service© 2018 Deloitte Ireland LLP. All rights reserved 57

Theme 3: Recognition and reward

Capabilities for innovation

Capabilities for innovation are not typically included in existing competency frameworks in 

the public service at any level, impacting the ability to recognise or promote individuals 

who are successful innovators. Because innovation competencies are not described, it is 

not clearly understood or appreciated how they can contribute to an organisation’s 

success. The resulting perception among public service staff is that importance is not 

placed on the behaviours and capabilities which contribute to high performance in 

innovation. 

Without the capabilities recognised and described, innovative skills and behaviours are not 

measured, tracked, recruited for or rewarded. Innovation does not form part of 

promotion, recruitment or performance management. Specialist knowledge for innovation 

is generally not accessible. Furthermore, because the competencies are not described, 

this compounds the challenges described in the previous theme that the capabilities need 

for innovation are not understood. (See further detail in Theme 2: Innovation 

understanding). 

Recognition of innovative individuals

It is not felt that innovation and innovative individuals are recognised and rewarded for 

successes, and innovation does not form part of performance assessment. 

While the Civil Service Excellence and Innovation Awards and other awards were 

highlighted, it is not felt that innovators are consistently rewarded for innovation. 

Individuals are often motivated and inspired to be innovative because of their own 

personal values and motivations rather than recognition and reward from their 

organisation. 

Recognition and reward of innovative individuals is viewed as a key enabler of innovation. 

Capabilities for innovation are not present in competency frameworks and innovation 

does not formally form part of promotion, performance management or recruitment 

criteria

Innovative individuals in the public service are not generally rewarded for their efforts 

developing solutions to problems identified

1

2

There is little or no reward for innovation in the public service and the fear of being 

perceived negatively by their colleagues or management if they fail is viewed as a 

key barrier to innovation

3

Key findings

1

2
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Fear of being perceived negatively

While it is recognised that risk and failure are key components of innovation, the 

risk/reward trade-off is viewed as imbalanced by public service staff and management. It is 

perceived that there is little or no reward in the public service for risk-taking while the 

consequences of failure are great. Those consulted mentioned a general fear of failure in 

public service and this was highlighted as a primary barrier to innovation. Not only is there 

felt to be no reward for innovation, but there is a perception of punishment for failure.

This real or perceived fear stems in part from the powers or approach of the Public 

Accounts Committee (PAC). The importance of the PAC’s purpose and objectives, in 

overseeing public expenditure and value for money, was recognised by all but a fear of the 

PAC ran concurrently with this. Fear of media criticism was also mentioned as a factor. 

It was mentioned that risk takers tend to only experience negative feedback and often fail 

to progress when seeking promotions. If an individual fails, it is perceived that punishment 

is inevitable. 

3

Mugshot Coffee at Cloverhill Prison, The Probation Service:

Enabling social innovation

Funding was secured from the Dormant Accounts Disbursement Scheme to support the 
development of start-up businesses that are viable, sustainable and deliver a social 
benefit. One such enterprise is Mugshot Coffee which is a coffee cart located at Cloverhill 
Prison and run by clients of the probation service. Prior to the establishment of Mugshot, 
there were no catering facilities available to prison visitors. A key capability that the 
Probation Service has develop is a user-centred mindset and insights into the needs of its 
service users.

Innovation principles applied:

 Gaining an understanding of the user to develop solutions that meet their needs

 Securing funding to support and enable social innovation

 Enabling service users to be innovators themselves

Innovation in action

As part of its work in the community, The Probation Service seeks 
to reduce recidivism by supporting and motivating their clients to 
change behaviours. One such support developed to promote 
social integration of offenders came about through developing 
understanding of service user needs.  Users of the probation 
service often struggle to secure employment, so the Probation 
Service set about supporting its clients to develop social 
enterprises. 
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Relevance

In order to incentivise changes in behaviour, innovation needs to be both recognised and 

rewarded. Systematic approaches to managing and rewarding innovation performance will signal 

that innovation is critical and valued in an organisation. Equally, recognition of the capabilities 

required for innovation, and support from leadership to enable staff to try, experiment and fail 

(and learn lessons from this failure) is important. Including the capabilities required for 

innovation in competency frameworks allows organisations to recognise, reward and promote 

successful innovators. Without this in place, it is difficult to recognise staff who develop new 

solutions that add value to their organisations or to the public. Events highlighting or showcasing 

success and innovation awards can also help to motivate and recognise those that have focused 

on developing their own innovation capabilities. 

Although public sector organisations may say that their employees are free to fail, especially with 

new innovative ideas, the reality is often different. The risk appetite in public sector organisations 

is usually low and failure can lead to public scrutiny. Addressing this challenge is exceptionally 

important as people tend to be more forthcoming with ideas when leeway to make mistakes 

exists. 

It is understandable that within traditional risk management approaches, a low risk appetite 

exists within the public service. The public service must be cautious and prudent when managing 

and spending public money, and when providing critical services to members of the public. 

Mechanisms can be put in place however to ensure that the impact of “failure” is pre-emptively 

managed by the organisation. Organisations must recognise that failure is an essential part of 

learning. When failure is not accepted, it is often covered-up and learnings are not taken. The 

culture of the organisation must be characterised by trust and eagerness for sufficient reflection 

and learning. If a complex organisation can adopt the concept of intelligent failure, it will become 

more agile, better at risk taking, and more adept at organisational learning. 

Impact

The public accountability culture often means that routines and processes take precedence over 

innovation and a focus on outcomes. Risk taking is viewed as negative in the public service so 

rather than taking a risk, public service staff avoid situations where they may be exposed to 

failure. This has the effect of stifling a culture of innovation as failure is not an option. Innovators 

feel demotivated as they are not recognised for the significant effort required to identify key 

challenges, understand the problem and develop appropriate solutions. An additional 

consequence of the absence of innovation in competency frameworks is that there is a lack of 

focus on the development of those capabilities. 
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Féilte Festival, The Teaching Council: Recognising and connecting innovators

Féilte is an annual festival run by the Teaching Council to celebrate the work of teachers 

and to share best practice and innovation in teaching. There are many elements to the 

event including showcases and various workshops to share and collaborate.

The showcases present findings from research, outcomes of collaborative projects and 

approaches to learning amongst other topics. Teachmeets are informal sessions where 

teachers share and discuss leading practice and innovation in teaching. The Teaching 

Council view this event as key to fostering and promoting innovation across education. 

View video at: 

https://vimeo.com/288026506 

Innovation principles applied:

 Working across organisational and sector silos to 

enable innovation

 Iterating and adapting solutions in order to diffuse 

innovation

 Developing a collaborative culture amongst the 

teaching profession

Consultation feedback

Across the focus groups and interviews, participants commented on lack of reward and 

recognition for innovation. There was a definite focus on fear of failure and the consequences of 

failure, with mention of these concepts in almost every consultation. Throughout the project, a 

recurring point of discussion was the challenge related to fear of failure. 

“Without 
failure, you 
won’t learn”

“Even if you innovate, you 
don’t get recognised”

“Everyone is fearful of the PAC”

“There’s no reward for innovation and 

it’s all to lose if things go wrong”

“It feels like failure is 
not an option”

“Innovation must be 
visible in the competency 
framework”

“Not everything works for 
Google. Why can’t we be 
like that?”

“We are not given the space 
to fail”

Enabling innovation
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Theme 4: A little goes a long way

Access to funding

It is not perceived that large-scale funding is needed for innovation and lack of funding 

has not emerged as a prominent barrier to innovation. Some seed funding is seen as an 

enabler to getting solutions and concepts off the ground. Consultation participants 

mentioned that their respective organisations have been able to access funding for 

innovative ideas and to develop concepts through different mechanisms including the 

Dormant Accounts Fund. Several other funds for innovation were mentioned, e.g. Spark 

Seed Funding accessible to non-consultant hospital doctors. There appeared to be a lack 

of widespread awareness of the existence of these supports. 

Whilst this seed funding is important, it is worth noting that to successfully scale 

innovations and develop transformational innovations, more significant levels of funding 

may be required. 

Time for innovation

Many consultation participants mentioned the need for time for innovation. In particular, 

front line staff (e.g. teachers, members of An Garda Síochána, doctors) believe that lack 

of time is a major barrier to innovation. Much of the solution development that occurs 

takes place at the moment “on the side of the desk” or after hours, and a desire for some 

dedicated time and space to innovate emerged. In particular, middle management groups 

feel they do not have time to dedicate to innovation due to multiple competing priorities 

and regular “firefighting”. An additional observation was that not only does it take time to 

successfully innovate, but it takes significant time to develop a culture of innovation, and 

a long term view is required. 

Financial crisis

During the consultations (both interviews and focus groups), an interesting point emerged 

in relation to the financial crisis. The post 2008 economic downturn and the subsequent 

impacts on the public service was seen to create an environment whereby organisations 

could foster and enable innovation. 

Access to funding is not seen as a major barrier to innovation; access to some seed

funding is seen as adequate to getting an idea off the ground

Time for innovation is viewed as important by the public service as, at the moment most 

solution development takes place “on the side of the desk” 

1

2

The financial crisis created the right conditions to foster and enable innovation, with 

staff willing to trial and take measured risks 
3

Key findings

1

2

3
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Joint Agency Response to Crime (J-ARC): 

Adopting human centred approaches

In Ireland, 25% of offenders are responsible for 75% 

of crime. The aim of the Joint Agency Response to 

Crime (J-ARC) was to focus on the individuals who 

make up that 25% and, through its multi-agency 

programmes, prevent crime and increase public 

safety. Three pilot programmes were run involving 

members of An Garda Síochána, the Irish Prison 

Service, the Probation Service, local community, 

voluntary and employment groups, and other 

agencies such local authorities, and the Department 

of Employment Affairs and Social Protection.

J-ARC recognises that the challenge of crime and 

public safety is a complex one, necessitating 

collaboration across agencies, and individualised 

human-centred approaches, to solve. By providing a 

structure for information sharing across agencies, 

and a coordinated approach to the management of 

offenders, interventions with offenders can be better 

reinforced and followed through. 

Innovation principles applied:

 Focussing on the individual and adopting human-

centred approaches

 Bringing together multiple agencies and actors, 

from across the public service, and the voluntary 

sector, to tackle a common problem

 Working through a pilot model to allow for 

lessons to be learned

 Allowing for local insight to be reflected in the 

programme design, and allowing for this to be 

incorporated even as the programmes scale 

Public service employees had to 

change, adapt and “make do”.  It was 

perceived that there was a greater 

tolerance for failure and 

experimentation at that time as with 

widespread cuts to staff numbers and 

funding, public servants seemed to be 

more willing to “try things out” or 

“give things a go”. 

Relevance

To successfully innovate, the correct 

resources need to be in place. It can 

prove challenging to develop 

successful innovations, and in 

particular transformational innovation 

without investment of money and 

time. In order to succeed, the right 

people need to have the permission, 

time and funding to understand 

problems in detail and to design, scale 

and launch innovations. Resources for 

innovation often differ to business-as-

usual given the iterative nature of 

innovation and the requirement for 

flexibility in time and funding. Time for 

reflection on challenges facing an 

organisation is a key enabler and key 

contributor to the development of 

successful innovation. In particular, 

dedicated time is required for 

transformational innovation. 

Impact

Easy access to small amounts of 

funding enables innovation. Public 

service staff are not currently given 

time for innovation which is seen as a 

significant barrier. If innovation 

processes such as innovation by 

design are to be adopted, time will be 

required by staff to follow the process. 

It is also recognised that promoting 

and growing a culture of innovation 

will not happen overnight, and a long 

term view will be necessary. 

Innovation in action

“I haven’t been 

stopped by the 

police since I’m out! 

I’m in here every 

day. I’d rather be in 

here than locked 

up. I want to get a 

job. I want to get 

an honest job
View video at: 

youtu.be/2XQpLdZyVnU 
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“Seed funding 

is available if 

needed”
“Too often, everyone is 
putting out fires with no 
time to think about new 
solutions”

“Time for reflection is critical for innovation to 
flourish”

“Innovation doesn’t happen overnight 
– it takes time, and this needs to be 
understood”

“We need time to 
grow the culture”

“A little seed funding 
helps to get ideas off the 
ground”

“The financial crisis allowed 

fundamental change to 

happen”

“We have been able to access 

funding to develop solutions 

from sources such as the 

Dormant Accounts Fund”

Consultation feedback

Outlined below are comments from participants relating to Theme 4: A little goes a long way. As 

said, almost all focus groups and interviewees mentioned the conditions for innovation created by 

the financial crisis. 

Spark!: Funding innovation

National Doctors Training and Planning established 
Spark in July 2017 as a national non-consultant 
hospital doctor (NCHD) led programme to 
encourage, support and recognise innovation among 
doctors in Ireland. A number of events, 
competitions and other initiatives are organised to 
spark innovation amongst this community. Spark 
Seed Funding is a simple and fast way to access 
funding for innovation and amounts of up to €3,000 
can be secured  The Bright Spark awards recognise 
the most interesting innovation projects led by non-
consultant hospital doctors.  

Enabling innovation
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Theme 5: Collaboration is key

Importance of networks

Collaboration, networks and sharing of information are viewed as essential to foster 

innovation. Participants spoke of some networks within their own organisations, sectors or 

discipline, but in general lack the opportunity to connect on a cross-sectoral basis. Public 

service staff, particularly frontline staff do not often get the opportunity to meet their 

peers in other organisations. They are interested to hear the challenges that others face 

and find it inspiring to hear about solutions developed in other organisations. 

Informal networks are used at present and individuals seek out their communities on 

social media and in other ways. The benefits of informal networks were highlighted and 

seen as beneficial. Some of those consulted felt that a formal network would not have the 

same appeal or impact.

The focus groups themselves were viewed as positive, as individuals had a chance (some 

time and space) to share and discuss experiences, barriers and enablers to innovation. 

Participants had the opportunity to meet with colleagues from across the public service 

that they would not usually encounter. They were interested in both sharing and hearing 

success stories, engaging in discussion and regularly asked questions of each other. 

Stories, successes and contact details were shared. The focus groups raised awareness of 

the approaches taken to developing innovative solutions, the supports available and the 

types of solutions developed. They viewed it as a means to develop skills, build awareness 

and overcome some of the barriers to innovation. Participants also noted the opportunity 

to learn from others and adapt solutions to work in their own organisations. 

Wider ecosystem involvement

It was also observed that there is a general lack of recognition of the importance of the 

wider innovation ecosystem for innovation. In discussions about collaboration and 

networks, individuals rarely viewed the scope of this as beyond their own organisation or 

sector. The need for co-creation was mentioned on occasion, however co-creation with the 

ecosystem (public servants, entrepreneurs, private business, academia and the public) 

was not in the mindset of those consulted. An understanding of co-creation was not 

observed and its importance not understood. 

Collaboration, networks and sharing of innovation, formally and informally, are 

viewed as essential to foster a culture of innovation

The importance of the wider innovation ecosystem is not appreciated with a lack of 

understanding of the need for co-creation across the ecosystem

1

2

Key findings

1

2
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Relevance

Collaboration and networks are fundamental to understanding and enabling innovation and key to 

promoting a cross-sectoral culture of innovation. Successful innovation relies on connections 

between people and ideas. Key to the success of any public sector network is that it must be 

formed with a common purpose, objectives and clear definition of roles. Sharing of ideas, 

challenges and success stories can begin to foster a culture of innovation when awareness is 

raised as to what others have achieved and what is possible. It can also lead to collaboration and 

co-creation. 

Impact

A lack of network, formal or informal limits the ability of public service staff to collaborate, share 

experiences and success stories. Networks help to diffuse successful innovations across the 

sector and if these are not in place, this diffusion tends not to happen. Co-creation is limited due 

to a lack of understanding of the importance of working with the wider ecosystem.

Consultation feedback

Consultation feedback is outlined below with most comments focusing on the benefits of 

networking, sharing successes, and the importance of collaboration. 

“Great things 

happen when 

we work with 

others”
“It’s good to know that 
others have the same 
challenges”

“We don’t get to hear about the cool stuff that others 
are doing”

“Collaboration is key to feed and 
encourage innovation”

“We connect on 
Twitter, and find our 
community”

“It’s great to find out 
what others are doing”

“The focus group with 

others from the public 

service is great. We don’t 

get to meet them and 

share ideas”

“Cross-cutting innovation is 
not happening”
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Kite technology, Irish Naval Service: Co-creating with the ecosystem 

Together with three universities, the Irish Naval service developed innovative kite 
technology with smart sensors which are mounted on naval vessels. The solution enhances 
ship propulsion, generates energy and dramatically enhances the ship's surveillance range 
capability 15 times over the normal range. The innovation was supported by the 
Department of Communications, Energy and Natural Resources, Sustainable Energy 
Authority of Ireland and Enterprise Ireland. The technology enables Irish Naval vessels to 
patrol a vast sea area without the need to cruise long distances resulting in fuel savings, 
manpower cost savings and reduction in emissions. 

Innovation in action

Innovation principles applied:

 Co-creation with others from across the 
innovation ecosystem

 Prototyping a solution with a view to scaling 
quickly

 Tacking complex problems in a collaborative 
manner
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Theme 6: Clear the pathways

Hierarchical structures

The public service is viewed as having lots of ideas for improvement and development, 

and this was supported through discussions and the examples shared. However, these 

ideas do not necessarily translate into innovation or action. It is viewed as difficult to 

‘push’ ideas, or innovation project proposals, up through the hierarchical structures of the 

public service. Siloed structures and multiple layers of approvals act as a disincentive. 

Public service staff often give up due to the difficulties in promoting an innovation or 

solution. Many see it as too difficult to even try, and often concede defeat early due to the 

challenges related to organisational structure and reporting. As mentioned prior, it takes a 

fiercely determined individual or group of individuals to persist with the development of a 

solution. There is currently no clearly defined pathway for innovation to follow. 

In addition, it was felt that there is a lack of overall governance for innovation. It is not 

clear who to seek authorisation or approval from to progress with the development of a 

solution, who acts as gatekeeper and who can provide the specialist advice required. 

There is little or no guidance available to innovators. 

Procurement barriers

Public procurement rules were viewed as limiting the ability to engage in new ways with 

start-ups, established business and other members of the ecosystem. It was felt by many 

that co-creating with the private sector would not be permissible under public 

procurement rules. Some expressed a view that it was not public procurement rules that 

were limiting this, but rather the perception or understanding of procurement within the 

public service which was felt to be overly conservative. Examples of innovation in 

procurement (e.g. SBIR) were referred to within consultation. 

Stakeholder buy-in

Buy-in from stakeholders, including politicians and public service unions is required for 

innovation to flourish, and lack of buy-in from these and other groups is viewed as a

Ideas do not translate into innovation due to the difficulties in “pushing an idea up” 

through the hierarchical structures

Understanding of public procurement is viewed as a barrier to innovation, with 

procurement mechanisms perceived as limiting the ability to co-create with the 

ecosystem 

1

2

It is critical to ensure buy in from a diverse range of stakeholders in order to ensure 

a smooth innovation pathway
3

Key findings

1

2

3
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Relevance

A clearly defined pathway for innovation enables and encourages action. A pathway maps the 

journey of an innovation from problem definition through to launch and scaling of a solution. The 

pathway provides guidance on process, governance, approvals and access to relevant expertise. 

Multiple pathways may existing in an organisation or across the public service depending on 

whether the innovation is core, adjacent or transformational. More complex structures, supports 

and governance are required for transformational innovation. Pathways should be clearly defined, 

easy to understand and should remove uncertainty and barriers.

Impact

Lack of transparency and clarity on the path to follow for innovation, coupled with barriers en

route, stifle innovation. It is unclear across the public service who should give approval to 

initiate, develop and extend innovations. There is no single point of contact to provide guidance 

on the route to follow for innovation. Key individuals or groups can, due to lack of awareness or 

understanding, obstruct the development of successful innovation. In addition, lack of 

stakeholder buy in can be a barrier to innovation and attention should be paid to ensuring buy in 

from all relevant stakeholders. 

Consultation feedback

During the consultations, much focus was placed on the barriers to innovation due to hierarchy. 

There was also much discussion about the various stakeholders from unions to those guiding 

public service procurement, and the impact they have on efforts to be innovative. Quotes from 

participants are shared below. 

barrier in the existing system. Unions can restrict the pace and effectiveness of innovation 

if the understanding of the benefits to staff are not effectively communicated. 

In addition, the current approach to procurement is viewed as a barrier to innovation as 

mentioned previously therefore, a key stakeholder to enable effective innovation is the 

Office of Government Procurement. It is viewed as essential that the Office understands 

the pathways for innovation, the importance of co-creation and the necessity to develop 

solutions with ecosystem partners. Finally, the Public Accounts Committee is another key 

stakeholder group to be engaged and informed on the principles of innovation to ensure 

they are fully aware of the principles. 

“You need to 

ensure buy-in 

from the 

unions”

“Innovation gets stifled 
in the hierarchy”

“Despite the hierarchy, innovation still happens”

“You need to get buy-in from lots of 
different people, different 
stakeholders”

“The hierarchy is not 
fit for purpose for 
innovation”

“People don’t know how

to collaborate and 

innovate”

“The current procurement

process favours larger, 

established organisations”

“The PO can be a blocker if 
you don’t have their support”
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Beta projects, Dublin City Council: Enabling innovation through a structured 
testing approach

Projects include the development of parklets on streets, and the use of street art to reduce 

graffiti and improve streetscapes. 

Innovation principles applied:

 Piloting and experimentation to find the best solutions

 User testing embraced to gather insights and enable iteration

 Sharing problems with the innovation ecosystem to develop solutions collaboratively

Innovation in action

Dublin City Council established Dublin City Council beta to find 

a better way to discover and trial solutions to challenges the 

council and the public are faced with. Beta projects are a 

mechanism for imagining, testing and implementing ways to 

improve the experience of living in Dublin. The project was 

initiated in staff "innovation time" and has been developed 

bottom up by Dublin City Council staff. The concept of beta 

conveys that something is imperfect or in an experimental 

phase. Solutions are released early to allow for user testing 

and feedback. The beta projects have adopted the principles of 

co-creation, acceptance of failure and user-centred design. 

Small Business Innovation Research, Enterprise Ireland: Innovation in 
procurement to engage the ecosystem 

Enterprise Ireland’s objective is to support companies to 

create innovative, smart solutions for communities on a 

local, national and eventually global level. To enable this, 

Enterprise Ireland set up a Small Business Innovation 

Research (SBIR) initiative. Recently, 21 start-ups and 

SMEs were awarded approximately €700,000 under the 

initiative. The funding will allow them to explore 

innovative solutions to address problems faced by local 

authorities in the creation of smart cities. Under SBIR, 

the phase one funding will help progress the feasibility of 

the solutions. 

View video at: 

https://www.youtube.com/watch

?v=1joHPtqOEuo

Enabling innovation

By presenting problems rather than seeking defined solutions in procurement, the 

organisations involved have been able to explore and pilot innovative and cost-effective 

solutions that improve services for businesses and citizens. 
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Current state conclusion 

A foundation for change

The consultation and current state themes 

highlight a range of areas for improvement and 

focus. The themes are the issues that public 

service leadership, management, frontline staff 

and the wider ecosystem consistently view as 

relevant in relation to public service innovation. 

This provides the public service and the wider 

innovation ecosystem with an understanding of 

the current challenges faced and the areas to 

prioritise in efforts to build a culture of public 

service innovation. Opportunities for real impact 

exist if the challenges outlined in the themes are 

addressed.

In order to deliver that impact, the themes have 

been used to inform the recommendations 

contained within this report, and the future vision 

for the public service. 

The development of a stronger culture of 

innovation will require significant focus across all 

organisations in the public service. Dealing with 

the barriers and realising the vision will take 

time, and will rely on robust leadership support. 

From the engagement experienced during the 

consultation process, there is no doubt that the 

motivation for this exists within the public 

service.   

Priorities emerging from the 

themes

The current state themes give rise to 

a number of priorities which have 

informed the development of the 

future vision and recommendations.

Establish collaboration, idea 

sharing and new solutions 

across the public service and 

externally as the norm

Establish brave and fearless 

leadership to motivate, guide 

and give permission to act

Recognise and put in place 

the time, space and financial 

resources required to foster 

innovation

Focus on recognising and 

rewarding public service 

innovators

Enhance the understanding 

of the mindset, skillset and 

toolkit required for 

innovation

Develop clear, easy to 

understand and accessible 

pathways for innovation
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Innovation maturity 

Innovation maturity is the level of capacity an organisation has for innovation. It is a way of 

expressing where the current state of an organisation’s innovation culture is, and in identifying 

what the future level of capacity for innovation should be. 

Deloitte has developed an innovation assessment framework, breaking down an organisation’s 

innovation capacity across each of the five building blocks for innovation. The purpose of 

measuring innovation maturity in this structured manner is to identify areas that are more 

advanced and others that require focus. It enables an organisation to identify the specific areas 

of improvement, across key components, and to support the organisation to target where efforts 

best lie to improve its overall competency and effectiveness in innovation. 

Within the innovation maturity assessment each building block is measured against five stages of 

maturity: novice, developing, traction, mature and expert. Novice is the lowest level of 

innovation maturity, and typically indicates that few, if any of the components of the building 

block are in place. Expert is the highest level and reflects capacity in the building block which is 

fully advanced, where all the component elements are in place. Within a national public service, 

expert level would additionally require that the component elements are in place at both a 

national level and consistently across all public service sectors.

It is important to note that few if any countries internationally reach “expert” level in innovation 

maturity across the building blocks. Expert level is a highly aspirational level of maturity to 

expect, in particular when considering a national public service as a whole, given the scope and 

scale of the public service and the expected variation across sectors. 

Components of innovation maturity

As mentioned, innovation maturity is assessed across each of the building blocks. A Deloitte 

GovLab tool was used, and the table below provides some examples of the components and 

criteria within each building block which were used to assess maturity. 

Innovation maturity assessment

Leadership Strategy Governance Capabilities Resources

• Leadership 
support for 
innovation

• Leadership 
insight and 
awareness

• Vision for 
leadership

• National 
strategy and 
vision for 
innovation

• Adaptive local 
strategies

• Integration and 
implementation 
of strategy

• Innovation
networks

• Expanse and 
engagement of 
the ecosystem

• Governance
structures and 
mechanisms

• Skills and 
capability levels

• Approaching 
innovation as a 
discipline

• Methods and 
processes to 
innovate and 
co-create

• Innovation 
funding 

• Metrics and 
KPIs specific to 
innovation 

• Innovation 
tools and 
supports

Examples of components of innovation maturity assessment building blocks
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Current and target innovation maturity

Consultation outputs, international comparator analysis, survey results and consultation with 

members of Action Team 6 and the Department of Public Expenditure and Reform at the 

Ecosystem Lab, along with Deloitte assessment, inputted into the assessment of current 

maturity. The current state themes, and specific gaps identified within that analysis, grounded 

the assessment. The current maturity level was agreed within the Lab, and served to synopsise 

the current position of Ireland’s public service innovation maturity.

Novice Developing Traction Mature Expert

Leadership

Strategy

Governance

Capabilities

Resources

B
u

il
d

in
g

 b
lo

c
k
s

Maturity level

Current innovation maturity Target 2023 innovation maturity

Target public service innovation maturity was agreed in the same way. Across stakeholders, 

there was a general agreement that leadership for innovation and capabilities are priority areas. 

Given the importance of strategy as a foundation for innovation, this is also key in the 

development of a culture of innovation. These priorities are taken into consideration in the 

development of recommendations and the roadmap. 

As key priorities, leadership for innovation and capabilities represented the most ambitious 

advancements, moving from a current maturity of developing and novice respectively, to a 

mature state. Strategy also shows a significant shift in maturity from a current state of novice 

towards the upper end of traction. While viewed as important, governance and resources 

represent the least significant shifts, viewed by the group to be dependent on other factors and 

so less highly prioritised in the five year timeframe.

The agreed timeline for reaching target maturity is five years to 2023. This is an ambitious target 

and timeline, when one considers that it would be expected to take at least two to three years to 

move from one maturity level to the next. In the capabilities area, the gap between current and 

target maturity is three levels. This means that this area specifically will likely require particular 

focus and effort to reach the target state. 

The target maturity level will place Ireland in an advanced position internationally. Achieving this 

is ambitious, and will necessitate organisational effort and engagement across the public service. 

Current and target innovation maturity 
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Chapter 5.

International comparators

This chapter presents a number of international 

case studies and examples of how an innovation 

culture can be enabled. These examples are 

included to provide inspiration for the type of 

culture Ireland might aspire to, and possible 

initiatives and actions which Ireland could take. 
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International comparators

Introduction

Understanding public service innovation and the innovation climate in other countries provides an 

evidence base from which to gauge and validate Ireland’s current innovation maturity. 

International comparators also provide valuable insight and inspiration into leading best practice 

as well as lessons learned from past failings. These insights and lessons learned were then used 

in the development of options and recommendations for the Irish public service.

Comparator countries researched

An initial longlist of eight comparator countries were selected for high level research. The eight 

countries were selected based on their reputations for public sector innovation, and were of 

particular interest to the Irish public service. The building blocks for innovation framework guided 

the development of research criteria into comparators. 

Both desk based research and insights from Deloitte’s global network of innovation subject 

matter experts helped to identify key examples of public sector innovation in each country. The 

high level assessment considered areas of strength against the research criteria and an objective 

assessment score was developed for each country. Four countries (Canada, Denmark, 

Netherlands and Norway) were selected for deep dive research. These four countries represent 

examples of strong public sector innovation and are relevant to Ireland’s vision of enabling a 

culture of innovation. 

Comparable country 
profile

Innovation leadership
and strategy

Dedicated innovation 
government function

Funding and resources Innovation talent Innovative outputs

Map of comparator countries assessed

Comparator country research criteria
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Canada

The Canadian government openly support a 

culture of public service innovation, viewing 

innovation as a key component in the 

transformation of government services and 

operations. Canada is recognised as being 

relatively mature in public service 

innovation.

In particular Canada has notable examples 

relating to dedicated government function 

and innovation funding. Examples are 

shared throughout this section. 

Recently, the Canadian public service has 

focussed on expanding innovative practices 

to policy-making and programme delivery 

activities with initiatives to advance 

innovation across Canada’s provincial, 

territorial and municipal governments 

underway. 

Estimated population of 36.5 

million people, eight times 

that of Ireland

Comparable social 

demographics in for age, 

education and health. Services 

provided to a larger geographic 

region

Federal budget of €184.9 billion 

(2018)  + provincial budgets vs. 

€60.9 in Ireland (2018). Equates 

to expenditure of €5,066 per 

capita. Provincial governments 

have significant power 

Dedicated innovation government function

 Canada’s dedicated innovation function is the Impact and Innovation Unit (IIU). The IIU 
steer the government’s creation of new policy and program tools to help address complex 
public policy challenges. The Centre of Expertise for the Impact Canada Initiative exists
within the IIU and work with departments to develop innovative financing approaches, new 
partnership models, impact measurement methodologies and behavioural insights in 
priority areas for the Government of Canada.

Innovation talent

 Recognising talent and innovative output is an important part of enabling a culture for 
innovation. Canada annually host Public Service Awards of Excellence to recognise 
employees who have demonstrated excellence in achieving results for Canadians and who 
reflect the values of the public service. 
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Strategy with a vision, Blueprint 2020

Launched in 2013, Blueprint 2020 is a transformation initiative aimed at fundamentally 
changing the way the public service of Canada runs in the 21st century. The Blueprint 
2020 initiative sets out a vision for “a world-class Public Service equipped to serve Canada 
and Canadians now and into the future”. It is the Canadian government’s first time directly 
engaging public servants in transforming the federal Public Service for the long-term.   

This example was chosen as it demonstrates the country’s 
efforts to develop an articulated innovation strategy, 
something for Canadians and the ecosystem to rally around. 
However, while Blueprint 2020 is a leading innovation 
strategy document, it still fails to meet many of the criteria 
for a mature, world class strategy. The document could be 
viewed as quite safe, with limited expression of the real 
challenges being faced. Other missing characteristics of the 
strategy include; being adaptive, guidelines on how to 
innovate and details with clear descriptions of innovation 
priorities. The Canadian Blueprint 2020 is arguably more 
aligned in substance to an internal renewal plan much like 
OPS 2020 or the Irish public service renewal plans.

Funding and resources

 The Canadian government provides a wide range of funding sources for innovation. The
Build in Canada Innovation Program provides funding for individuals and businesses to 
develop solutions targeting areas of priority for the Government which range from health 
and environment, to security and enabling technology. This type of funding is comparable 
to the small business innovation research (SBIR) funds provided by Enterprise Ireland, 
except on a larger scale. In this respect, the build in Canada Innovation Program could 
represent a useful model of increased co-operation with the innovation ecosystem. 

 The Department for Innovation, Science and Economic Development (ISED) of Canada 
regularly host labs to support innovation with a focus on supporting the government in 
digital transformation, and the design and delivery of client-centred services. Recent 
project examples include the development of a more inclusive public services for people 
with disabilities and an open hackathon on homelessness. These types of projects and labs 
encourage co-design with service users and the public. 

International practice
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Innovative outputs

 A significant modernisation project of letter correspondences was undertaken to reduce 
outdated and complex communication. Client feedback and behavioural insights were used 
to adapt the style and nature of citizen correspondences. With a heavy focus on user-
centred design, clearer font, improved layout and more direct language was incorporated 
into the new design making the information easier for the public to read and understand.

User-centred design and rapid iteration in the Canadian Digital Service

The Canadian Digital Service (CDS) is focused on delivering 
simpler and more useable services for federal departments. 
The service is a multidisciplinary team driving user-centred 
design and innovation across public services. CDS target 
problems that are clearly defined and will positively impact the 
most service users. Regular consultations with stakeholders 
from a variety of backgrounds and geographies take place to 
identify key challenges and projects. Stakeholders include 
provincial and municipal governments, technology sector 
companies, start-ups and business incubators, civic tech 
organisations, and academic institutions.

International practice

International practice

Government of Canada talent cloud

The Government of Canada (GC) talent cloud is an 
experimental model for recruitment and talent management 
within the Canadian public service. The online system aims to 
provide a more flexible, data driven and searchable repository 
of talent. The system provides instant digital access to 
information about workers rights, unions, and benefits as well 
as options to take on work both inside and outside the 
government as opportunities arise. The GC talent cloud 
represents a paradigmatic shift in the mindset of the public 
service from permanent hiring models to more project 
oriented work.
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Norway

Innovation leadership and strategy

 The Ministry of Local Government and Modernisation is the leading body for public service 
innovation in Norway. The Ministry oversee Difi, the agency for public management and e-
government. The importance of a national innovation strategy has been recognised by the 
Norwegian government and as a result, the Ministry are in the process of developing a 
cross sectoral innovation policy. 

 At present Norway does not have a national innovation strategy. However, isolated 
examples of innovation strategies exist across sectors such as municipalities and university 
hospitals. Approximately 10% of municipalities in Norway have an innovation strategy. 

Comparable social 

demographics for age, 

education and health. Services 

provided to a larger geographic 

region

Population of 5.35 million 

people with 670k residing in 

the capital, Oslo

Budget of €138 billion (2018) vs. 

€60.9 in Ireland (2018). Equates 

to expenditure of €26,038 per 

capita. Major oil and gas producer 

with income invested in the 

largest sovereign wealth fund in 

the world

Norway is at a similar stage to Ireland in its 
journey towards building a culture of public 
service innovation. Norway has demonstrated 
advanced maturity in areas such as funding 
for innovation and the development of their 
innovation talent. Norway’s commitment to 
innovation is also evident in their longer 
terms plans to improve research and 
capabilities within public service innovation. 
Overall, they are still on their journey 
towards an advanced level of innovation 
maturity, but the country’s commitment, 
planning and openness to new practices is 
helping to drive public service innovation in 
the right direction.

Dedicated innovation government function

 There are two organisations in Norway dedicated to developing innovation across the 
country: 

• Difi, the agency for public management and e-government drive public service 
innovation with a focus on digitisation and public procurement. They also provide 
funding for experimentation and innovation projects, provide advice, and have an 
innovation advisory function.

• Innovation Norway is also a public owned entity aimed at promoting industrial 
development by supporting companies in developing their competitive advantage and 
to enhance innovation. Innovation Norway is comparable to Enterprise Ireland. 
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Asker Welfare Lab 

The Asker Welfare Lab is a novel approach to the 
service design with a strong focus on the citizen.  
The lab brings together municipalities, service 
organisations and external partners to act as an 
‘investment team’ for the citizens being supported. 
The citizen and their families are considered ‘co-
investors’ throughout the process and no decisions 
are made without first consulting them. The lab 
was piloted in collaboration with the Norwegian 
Centre for Design and Architecture and looked to 
support 20-30 families with social housing. 
Throughout the lab process, a strong emphasis was 
placed on co-creation and cutting across 
organisational silos.

The lab introduced a shift in mindset away from ‘expert’ driven solutions and instead 
allowed frontline staff and citizens to articulate their challenges and proposed ideas. 
Frontline staff were provided with improved access to resources and the permission to 
make investments at an earlier stage, effecting real change. The lab is results driven and 
assesses success on metrics such as living conditions and quality of life.  

International practice

Funding and resources

 In Norway, central government provides funding to county governors who administer funds 
for innovating services. Collaboration with social entrepreneurs, private business and local 
governments is encouraged and municipalities can apply for project funding even if the 
innovation has been used elsewhere, which helps to diffuse innovation. 

 According to the Norwegian Association of Local Authorities’ guide to innovation and 
innovation barometer, 22% of municipalities have dedicated innovation funding. Most of the 
funding is used to build culture, develop motivation, increase efficiencies and grow 
capabilities. 

 Innovation awards valued at €50k are available for municipalities who develop successful 
innovative solutions. Judging criteria include; recognition of new value, the realisation of 
that value, the improvement of working methods, and scalability. An emphasis is placed on 
the broader context and long term nature of innovation when selecting for prizes.
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Funding and resources (continued)

 Difi, (agency for public management and e-government) have set up an online database for 
sharing public service innovations as the experiences of others provides useful lessons for 
the wider public service. The online database shares written and video descriptions of 
innovations across Norway. 

 The Norwegian innovation network is a space where public service workers can share and 
develop new knowledge, discuss current issues and find possible opportunities for cross-
sectoral cooperation. The goal of the network is to help strengthen innovation in the public 
service. The network was originally facilitated by Difi however, the network now has 
common ownership and it is the participants themselves who are responsible its operation. 

Innovative procurements

In Norway, public agencies procure goods and services 
for close to €58 billion every year. The National 
Programme for Supplier Development was recently set 
in motion to accelerate innovation and development of 
new solutions through the strategic use of public 
procurement. Stemming from this, a new method for 
public procurement was introduced known as innovative 
procurements. Innovative procurements differ from 
traditional methods in a number of ways: 

 Requesting pre-defined solutions from the market is discouraged
 Needs and functions are communicated to the market in a more open ended fashion
 The market is invited for dialogue on the issue and challenged to come up with smart 

solutions
 Emphasis is placed on disseminating and scaling up successful innovations to a wider 

group of public service entities

This new approach has been welcomed by suppliers and benefits include positive 
environmental impacts, increased numbers of jobs and a reduction in procurement costs.

International practice

Innovation talent

 Public service staff can access an online resource which details tools and methodologies for 

innovation. This includes information about methods for innovative procurement, tools for 

small municipality projects and even sector specific information such as the handbook for 

demand driven healthcare innovations.

 Innovation is a key priority for the Ministry of Education and Research who have placed 

significant focus on the development of innovation capabilities, user-centred design for 

public services and the development of innovation funding models.
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Innovative outputs

 Oslo is leading the way in the introduction of electric cars. At present, 7.5% of cars in Oslo 

are electric, with that figure expected to double by 2020. In 2017, 40% of new cars 

registered in Oslo were fully electric and a further 20% were plug-in hybrids. The strong 

uptake of electric vehicles has been driven by government policy in an effort to reduce 

pollution in the city and mitigate the impact of climate change. Electric vehicles are exempt 

from 25% VAT and import taxes. They also can use road tolls and most bus lanes freely, 

pay half price on ferries and are often granted free municipal parking in cities.

 The Skien municipality of Norway developed a test portal designed to improve 

communication between businesses, entrepreneurs and the municipality themselves. The 

portal benefited businesses by allowing them improved insight into the needs of the 

citizens. By sharing information about their innovations on the online portal, businesses 

had direct contact with relevant professionals such as procurement managers and 

representatives from the welfare and health departments who could provide feedback and 

insight about the public’s needs. Using this information and feedback, businesses were 

better placed to test against users needs at an early stage and identify solutions for the 

real needs of the public.

 The transport agency Ruter, undertook a significant project to reimagine how buses and 

other forms of transport work across the Oslo and Akershus (approximately 1.3 million 

people). Keeping user centricity at heart, they met with families and citizens in their homes 

and studied their transport routines through following their journey. The ambition was to 

make transportation simple and effortless for the public. Following the study, an app was 

developed acting as the centre point for information and purchasing of tickets. The project 

and new app were extremely well received by the public.

Stimulab

Originating as a pilot stimulus scheme for public service innovation and service design, 

Stimulab has evolved into a permanent innovation program in collaboration with Difi and 

Design and Architecture Norway (DOGA). Stimulab aims to boost innovation at 

government and municipality level through funding, guidance and interdisciplinary support 

and a focus on user-centred design. A steering group select projects to enter the lab, and 

no fixed amount of funding is initially assigned. Stimulab focuses on supporting early stage 

projects, where no direct solution exists for challenges in advance. 

Stimulab is an interesting case as it 

recognises the need for creativity and design 

skills that may not traditionally exist in the 

public service. Public service employees enter 

the lab with a problem, and leave with the 

solution and the skills to innovate. 

International practice
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Denmark

Innovation leadership and strategy

 Leadership for innovation in Denmark is particularly strong with innovation heavily 
supported and deeply rooted in public service culture. A dedicated Minister for Public Sector 
Innovation, who sits within the Ministry of Finance, was appointed in 2016.

 Since 1983 a number of different reform programmes been delivered, all with the ambition 
of modernising the public service. Common themes throughout these programs include 
reducing administrative burdens and digitization. Most recently, the agenda has identified 
topics such as ensuring regulation is ready for digital transformation and new business 
models.

 In April 2017, the Minister for public sector innovation launched a citizen first programme 
focussed on developing a more user-centred, sustainable public service. The working 
program was developed following a tour by the minister for public sector innovation of all 
98 municipalities across the county. The initiatives are materialising at present and the 
government has just proposed to replace the seven sector specific laws targeting 
marginalised citizens with one new user-centred law. 

Comparable social 

demographics for age, 

education and health. 

Services provided to a 

smaller geographic region 

about half the size of Ireland

Population of 5.7 million 

people with 1.2 million 

residing in the capital, 

Copenhagen. Scores very 

highly in public-private 

collaboration

Budget of €96 billion 

(approx.) in 2018 vs. €60.9 

in Ireland (2018). Equates to 

expenditure of €16,842 per 

capita. Significant industries 

include agriculture and 

pharmaceuticals, comparable 

to Ireland. High dependency 

on international trade

Denmark has well developed welfare and 
healthcare systems financed largely by high taxes. 
It is of similar population to Ireland, and innovation 
rates highly on the government’s agenda with 
innovation viewed widely as the key tool for public 
service reform. An open and accepting culture of 
innovation exists in Denmark and it is understood 
that failure and learning from failures is a vital part 
of the process. Nevertheless, politicians still require 
concrete results from innovations and so various 
metrics, surveys and evaluations have been 
developed to record the success of new 
innovations. 
Amongst the comparator countries reviewed, 
Denmark is recognised as the most mature for 
public service innovation. Innovation in Denmark is 
led by a minister for public sector innovation and 
driven by dedicated government bodies, funding 
and mechanisms which has lead to a strong culture 
and vast output of innovative solutions across the 
country.
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Innovation leadership and strategy (continued)

 In 2017, the Danish government launched Techplomacy, an initiative which sees a team of 
technology ambassadors taking up physical presences in technology hubs across the world 
including Silicon Valley, Beijing and Copenhagen with the objective of developing digital 
diplomacy through strategic partnerships. The Danish government recognise the 
importance of being prepared for new transformative technologies such as artificial 
intelligence, machine learning and the internet of things.

 In October 2018 a new digital service reform was launched. The reform focuses on 
providing citizens and businesses with a more contemporary and coherent digital service. 
Initiatives include increased use of sandboxes, a national strategy for AI and a cross-
government analytics network. The government’s new reform ultimately aims to tie the 
public services and digital together, making processes as simple for the user as possible. 

 Denmark has a long tradition of public-private collaboration. In recent years, several cross-
sectoral commissions, the Danish disruption council and the public leadership commission, 
have been launched in order to improve the public service’s ability to stimulate economic 
growth, foster innovation and improve quality. Members include the Prime minister and 
CEOs of Denmark's largest companies and organisations.

The Danish Disruption Council

The Danish government established the Disruption Council to discuss, analyse and debate 
the future challenges facing Denmark. It is made up of a group of thinkers from different 
disciplines all with a focus on innovation. The group include members from trade unions, 
private companies, entrepreneurs, niche experts, Danish youth, CEOs and Ministers. The 
Council is headed by the Prime Minister and the disruption taskforce, and is led by the 
former head of Uber in Denmark. Deloitte Denmark a member of the taskforce’s reference 
group. The purpose of the Council and task force is to ensure the country is at the leading 
edge of technological development and the Danish workforce is equipped with skills to 
meet future challenges and opportunities.      

The council is ultimately a forum to discuss and present 

proposal for how Denmark should address future disruption in 

relation to skills, free trade, international partnerships, new 

business models and tomorrow’s technology. The government 

has also established challenge panels with the purpose of 

challenging existing ways of thinking. Overall, this model of 

governance has very broad political and public support in 

Denmark and allows the public service to respond more quickly 

to change. 

International practice
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Dedicated innovation government function

 Common innovation goals are set across all of government to drive change. An example is 
the shared goal of ensuring 80% of contact with citizens is through digital channels.

 The dedicated innovation government function in Denmark is the National Centre for Public 

Sector Innovation (COI), and is overseen by the minister for public sector innovation, 

Sophie Løhde. The COI works across the public service with the goal of developing tools for 

innovation and spreading knowledge of these tools to workplaces, public sector institutions, 

decision makers and researchers. Sharing innovative ideas and building strategic 

partnerships is another objective of the centre. The COI also engage actively in debates 

regarding frameworks for public service innovation and in 2019, will have an increased role 

in ensuring the spread of new technologies in the public service by facilitating sandboxes 

and public-private technology collaboration.

The Ideas Clinic

The Ideas Clinic in Nordjylland receives over 100 ideas annually from employees to 
develop new products and improve services within the healthcare system. Without proper 
resourcing and support, it is can be difficult to develop innovative solutions, particularly 
when employees lack the time or skills to develop their ideas further. A team of engineers, 
designers, anthropologists and lawyers at the Ideas Clinic assess ideas and support the 
development of solutions. The clinic also places emphasis on partnering with the private 
sector, academic institutions and end users. 

An example of a solution developed through 
the ideas clinic is a new wristband for 
premature infants. The idea was conceived by 
nurses at Aalbourg university hospital when 
they realised the wristbands on the market 
did not cater for premature infants, and 
regularly slipped off. The ideas clinic 
supported the innovators in prototyping and 
partnering with the appropriate organisations. 
The new wristband is now in production, with 
financial gains split between the ideas clinic, 
the nurses behind the idea and the maternity 
department of the hospital. 

The ideas clinic is an example of how the right support can motivate and incentivise 
employees to innovate and realise their ideas.

International practice
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Funding and resources

 The innovation barometer is a survey conducted by the National Centre for Public Sector 

Innovation (COI) which studies innovation across the public service in Denmark. The survey 

is a first of its kind in the public service innovation space with insights used to support and 

influence innovation mechanisms and funding in Denmark. Further details about the 

innovation barometer are provided in the international call out box.

 Social impact bonds are used as a creative form of funding for innovation in Denmark. They  

combine the efforts of private agents, investors, municipalities and NGOs to deliver 

innovative solutions to social challenges in a non-traditional way.

The bottom line; innovation metrics

Copenhagen Municipal Social Management organisation looked to address the challenge 
of measuring innovation and so developed five key metrics, known as ‘the bottom lines’ 
for measuring public service innovation. The five bottom lines are:

1) Improved productivity
2) Better service provided
3) Aligned to the political agenda
4) Legal certainty
5) Improved strength of employee growth

The five bottom lines provide insight into the 
success or failure of an innovation, along with 
determining whether an innovation is an 
improvement on the old solution. 

International practice

 One of the COI’s initiatives for spreading innovation is the development of innovation 

networks, with two networks established to date; one for leaders of innovation units, and a 

second for employees and leaders working in the field of public service innovation. The 

networks offer a confidential space for innovators to share challenges and successes of past 

innovations. An evaluation of the network completed by the COI reported that innovation 

networks are rare, but highly valued by innovators. They were also cited to be particularly 

useful when cross-functional and spanning different levels of government.

 An investment fund totaling 410 million DKK (€55 million) in the period 2018-2022 has 

been established by the Danish government with the aim of accelerating the testing and 

application of new technologies such as RPA, AI, block chain and cloud across public service 

services. To anchor projects locally and increase the total investment volume, projects 

must be co-financed by the project owners.

 Folkemodet is an annual people’s political festival, which is a forum for politicians, 

businesses, NGOs and the public to discuss issues in an informal, open environment. 

Folkemodet was inspired by Sweden’s Almedalveckan, which draws over 100,000 visitors 

each year. All seminars and talks at the festival are free of charge and anyone from the 

public is welcome. Denmark boasts some of the highest voting rates in Europe and many 

believe that unique and engaging events such as Folkemodet contribute significantly to the 

high levels of public engagement.
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The innovation barometer

For more than 20 years, the OECD has been collecting data on private sector innovation. 
In 2013, the National Centre for Public Sector Innovation (COI), Statistics Denmark and 
the Danish Centre for Studies in Research and Research Policy collaborated to develop the 
innovation barometer. The barometer reports innovation from across the Danish public 
service. 

Objectives include:
 The establishment of an open source data-

set on public service innovation that will 
support researchers from across the globe 
in their understanding of public service 
innovation 

 The provision of inspiration to public 
service workers to innovate in their 
organisations

The innovation barometer has been regarded highly by researchers of public service 
innovation for the valuable insight that it has provided. Denmark are continuing to 
conduct surveys as part of the innovation barometer initiative every two years. Other 
countries, such as Norway, have also begun to follow suit, surveying public service 
innovation in their own country. Some of the valuable insights are outlined below. 

 73% of innovations are inspired from others and 60% of these are adapted rather than 
copied directly

 69% of innovations have required support from politicians as either legislators or 
political leaders

 79% of public service innovations were carried out through collaborations with external 
parties

 63% of public service innovations involved input from citizens, many of whom where 
highly active in developing the innovation

 1 in 5 innovations were initiated from financial pressures and limited resources

International practice

Innovation talent

 One of the National Centre for Public Sector Innovation’s (COI) three strategic objectives is 

to act as a capacity builder across the Danish public service. Initiatives within this include 

communication around the tools and methodologies for innovation, providing training on 

innovation and encouraging collaboration on projects. They aim to work with key players 

both in and outside the public service to support in the development of innovation skills. 

For instance, they regularly partner with higher education institutions to develop innovation 

skills and competencies.

 One of the key initiatives supported by the COI is the innovation internship program. This 

program aims to provide the intern and the host organisation with a new perspective on 

working. Similar to a mobility program, the initiative provides organisations with individuals 

unafraid to challenge existing processes and the opportunity learn from each other 

symbiotically. In 2015, over 100 public service employees from a range of sectors and 

levels of seniority took part in the 2-5 days internship programs. Following the internships, 

workshops were held to support in the likelihood of innovative change being implemented.
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Innovative outputs

 MindLab was a first of its kind innovation lab set up in 2002 to tackle some of the public 
service’s most pressing challenges. User-centred design and collaboration were at the 
forefront of MindLab’s approach. Earlier this year, the government decided to close MindLab 
due to overlap with the newly formed Disruption Council. In sharing lessons learned from 
the lab, its director of 14 years, Christian Bason said that he would have hired external 
partners to measure the impact of projects and “focused more energy and a longer time on 
fewer projects, taking them further toward realisation”.

 Over 35 municipalities and 3 regions in Denmark have committed to grow an open data 
community and culture. The group have developed an online data sharing portal called 
“Open Data DK” which openly shares public data for citizens and businesses to access and 
leverage. The online portal helps to increase collaboration between organisations, improve 
transparency and create openings for new business opportunities. 
A new parking app has been developed as a result of the open data portal which has been 
used more than a million times by citizens. On a national level, Denmark has been opening 
up public data sets to third parties and public actors.

Open innovation for road design

An intersection in Odense, Denmark was 

experiencing problematic congestion for 

several years leading to significant 

tailbacks and dangerous situations on 

motorways. The Danish Road 

Directorate began collaborating with the 

Missouri Department of Transportation 

in the US to co-develop a solution. The 

Danish team completed a series of 

drafts and iterations, regularly seeking 

feedback from the Missouri Department 

of Transportation. Two years after open 

innovation and collaboration between 

the two organisations began, Europe’s 

first diverging diamond exchange in 

Odense was complete.

International practice
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Innovation has long been a necessity for the 

Dutch people and government as they 

engineered dams and solutions to reclaim land 

from the sea. The Netherlands is home to 

many global companies, and has a strong 

policy basis for public-private partnerships. 

Innovation in the public service is centred 

around stimulating knowledge and 

collaboration to achieve societal objectives. 

Improving the process of public service 

provision in a sustainable manner is also a key 

concern across government.

Innovation is not structured and formalised in 

central government however, several cities and 

municipalities, including Amsterdam and 

Rotterdam demonstrate innovation maturity at 

a more local level. 

Innovation leadership and strategy

 There is no cohesive strategy for public service innovation in the Netherlands at present. 
Strategies exist in the science and innovation space, but are more private sector focused. A 
national digital strategy does however, exist with a number of initiatives aimed at 
developing a more transparent and improved e-government. This includes the digitisation 
of public administration processes. 

The Netherlands is 

approximately half the size 

of Ireland with a significantly  

higher population density. 

Comparable social 

demographics exist for age, 

education and health 

Population of 17 million 

people with 2.3 million 

residing in the greater 

Amsterdam region. Ranked 

number 2 in the global 

innovation index

Budget of €277 billion 

(2018) vs. €60.9 in Ireland 

(2018). Equates to 

expenditure of €16,294 per 

capita. Significant industries 

include agriculture, 

chemicals, engineering 

products and electronic 

machinery

The Netherlands

Rotterdam Social Innovation Lab - CityLab010

CityLab010 is a lab in Rotterdam set up to support citizens. The lab welcomes anyone 

living, studying or working in the municipality to come and present their ideas for 

improving the city. Ideas do not have to be fully developed, as a multidisciplinary team 

are on hand to support innovators and funding is available if required. The lab has 

proven very popular, giving citizens more control over their city and space. Rotterdam’s 

ambition is that CityLab010 will act as a social lab for the rest of the Netherlands and 

government to follow suit.

International practice
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Funding and resources

 Amsterdam’s smart city team focus on projects associated with city digitisation, energy, 

mobility, governance and education and citizen living. The municipality support individuals 

and start-ups interested in these areas by providing expertise and funding.

 Workplace Rotterdam South developed a new funding solution known as a social impact 
bond to tackle unemployment in the area. Based on a payment by results contract, the 
return on investment is directly linked to reducing numbers of unemployed. In a public-
private partnership a social entrepreneur, a network of businesses, schools, a social 
investor and the government work together to achieve a positive social return and reduce 
unemployment. Ultimately, public and private sector organisations build an ecosystem to 
facilitate collaboration and co-creation. 

Citizen experts in Zeist

In order to achieve budget savings, the city of Zeist engaged with citizens by identifying 

citizen experts. These experts helped to identify new ways of generating revenue for the 

city and finding opportunities to reduce costs. Two hundred citizen experts were chosen in 

total who discussed new solutions based on their personal expertise. Overall, more than 

200 solutions were proposed to support in budget savings, with over 95% of the proposals 

being introduced.

Proposals varied from increasing the entrance 
fee for local swimming pools to completely 
reforming the funding of sports organisations. 
Engagement from the experts was positive, 
with over 80% remaining involved throughout 
implementation processes. The initiative was 
viewed as a success and the city saved €7.2 
million rather than the €6.4 million target. 
The initiative was viewed as positive due to 
the improved relationships between local 
government and the community, and greater 
citizen engagement. 

International practice

Innovation talent

 Amsterdam’s smart city organisation hosts a smart city innovation academy aimed at 

developing a wider understanding of smart city projects. Research on initiatives, 

management, collaboration and scaling of smart city projects is shared at ‘masterclasses’, 

as well as innovative tools and methodologies.
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Innovation in action

E-learnings are complimented with in-

person training where groups of 60 officers 

are brought together to solidify their 

learning, led by two expedition leaders. The 

program was deliver firstly to the most 

senior leaders in the police force, but is now 

being provided to more junior levels too. 

Furthermore, the curriculum has  been 

adapted by the district attorney and 

Ministry of Justice.  The program is viewed 

as a major success for public service.

Innovation in the Dutch Police Force

To develop innovation competencies in the Dutch police, the Chief Innovation Officer and 

Dean of the Policing Academy established a new curriculum and training course. 

Participating officers took part in an “Innovation Expedition” which involved e-learning and 

classroom training. The first step for officers on the expedition was to complete short ten 

minute lessons each day through a mobile app. Four week long modules were developed 

with each module covering a new topic such as insights into global and societal trends, 

lean start-up methodologies, creativity techniques, and scenario thinking. 

International practice

Innovative outputs

 The Innovation Dock in Rotterdam is situated in a former shipyard and is a location for a 

wide range of start-ups, businesses, universities and other educational organisations to 

work in a dynamic and collaborative manner. Many of the businesses have a focus on new 

manufacturing processes and look to contribute to a ‘smarter port’. 

 In recent years, the city of Rotterdam has become heavily focused on sustainability. The 

city hosted a competition inviting participants to put forward innovative solutions for a 

smart street and public space, located near the Innovation Dock. The ‘street of the future’ 

acts as an exposition of sustainability. Many exceptional solutions were put forward, 

including paving stones that absorb CO2, a windmill in the shape of a tree and a drain that 

purifies rainwater. 

 A high percentage of low-income elderly residents live in Amsteldorp in Amsterdam. Local 

government were concerned the group were at risk of further deprivation because of new 

policy changes and cutbacks. The Amsteldorp Social Lab was set up, to help residents 

“grow old better”. Adopting a user-centred approach, the lab spoke with citizens, 

organisations and the municipality to better understand how the elderly could be cared for 

in the area. The project team reviewed the themes that had emerged, identified solutions 

and built prototypes in conjunction with partner organisations. 
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Chapter 6.

The future innovative public service

This chapter details the design principles which 

guide the public service’s aspiration and underpin 

the development of recommendations. A vision of 

the future innovative public service is also included.
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Design principles

The design principles are statements of the key characteristics that recommendations must 

adhere to. The design principles were developed and validated by Action Team 6 prior to and by 

members of the team in attendance at the Options Workshop. They express what the future state 

should be and should achieve. 

Within this project, the design principles were used to inform the development of options, 

evaluate these options and to ensure consistent choices could be made about recommendations. 

They helped to set the boundaries of what options were plausible and would have the greatest 

impact in achieving the desired public service innovation culture. 

Nationally 

facilitated not 

directed

National and sector-wide policy supports innovation and defines its 

overall vision without creating barriers to innovation or limiting local 

responsiveness. National policy allows for local strategies to be 

adaptive, responsive and agile. 

Everyone and 

everyday 

innovation

There is an understanding that innovation is the responsibility of all 
across the public service, in every sector and level. Whilst 
recognising that the degree of innovation will vary across people, 
roles and sectors, everyone feels empowered to innovate in order to 
meet each their own objectives, along with their organisation’s and 
national objectives. Innovation is understood as an approach and 
way of thinking, not as a task. A learning mindset is adopted. 

Common

understanding 

of innovation

Public service management, staff, the public and politicians have a 
redefined understanding of what success means. There is a common 
understanding of the risks of inaction and the benefits of innovation. 
It is recognised that evidence based and prudent risk taking is 
integral to innovation and that failure combined with lessons learned 
are valuable in advancing public services. It is recognised that 
innovations should be matched to the needs and objectives of the 
organisation and should have a beneficial outcome. 

Innovation takes multiple forms where the form (e.g. type and level 
of risk) is matched to the organisation's needs. It is understood that 
innovation can range from incremental to transformational and goals 
may be varied including: transformation of services, enabling of 
efficiencies and improving quality. All forms of innovation are valued. 

Multiple forms 

of innovation

Collaborative 

and user-

centric

Sectors are working together, information and ideas are shared and 
exchanged both formally and informally. Lessons learned are 
regularly applied across the public service. Solutions are developed 
collaboratively through the input of multiple stakeholders across and 
beyond the public service, including the private sector with a focus 
on the end user. 

Simple and 

transparent

Pathways for pursuing ideas and achieving innovative outcomes are 
clear, easy-to-understand and familiar to public service employees. 
Staff and the innovation ecosystem understand the problems the 
public service is trying to solve and how they can contribute as 
individuals, teams and organisations. Communication occurs 
continually and throughout the innovation process, and transparency 
is valued. 
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Future state vision

The future innovative public service

From the design principles, and the target maturity ambition set across the building blocks for 

innovation, the vision for the future innovative public service emerges. In working to develop a 

culture of innovation within the public service, it is helpful to put into words what that target 

culture may look like and how it will be lived on a day-to-day basis. The future innovative culture 

may look different in 2023 from what can be imagined here, but this section attempts to 

crystallise what might be different in 2023, when the future innovative culture is realised. 

Living the future

This section describes the future innovative public service culture though the eyes of three 

members of the public service. Innovation is integrated into their future day-to-day lives enabling 

the public service to keep pace with change, meet the needs of the public, deliver better service, 

and engage its people.

Meet the innovators!

The “day-in-the-life” stories overleaf are illustrative only, but may help to capture the features of 

the future innovative public service and how a culture of innovation may be felt by individual 

people across the organisation. The features highlighted encompass the individual and social, 

formal and informal, factors that make up an innovative culture. 

ANJA SIOBHÁN SANJAY

Anja is an Assistant 

Secretary General in the 

Civil Service. She lives in 

Dublin with her husband 

and two children. 

Síobhán works as a 

manager in local 

government. She and her 

partner enjoy living in west 

Cork. 

Sanjay is a nurse in a busy 

regional hospital. He 

specialises in medicine for 

the elderly, and is a father 

to a one-year girl. 
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When she gets into the office, Anja grabs a mug of coffee and sets to work on 

reviewing the Departmental strategy before submission. She’s happy to see that 

innovation as a means to achieve organisational objectives is incorporated across 

all of the strategic objectives for the sub-business units. She jots a few comments 

throughout, but is happy with the direction for the Department. 

Anja heads to a risk management meeting. The Department refreshed its risk 

appetite statement and risk management approach a couple of years ago, and 

these meetings are an important part of making sure that risk is managed 

effectively. With more innovation pilots on the go in the Department, risks have 

changed since Anja started in the role, but their risk management approach has 

kept pace. 

Anja takes a quick look at the innovation pipeline with her managers after the 

meeting. Anja likes to see innovation pilots being stopped early. In her old 

mindset she would have considered it a “failure” if a project wasn’t completed. 

Now Anja understands that that a fast trialling of initiatives, and going back to 

ideate or understand the problem better, is a much better approach than pursuing 

an initiative that isn’t the best it can be. She’s seen how the lessons learned from 

these trials have resulted in better solutions in the end, and fantastic outcomes for 

the people her Department serves. 

After lunch, Anja is off to speak at a public conference about one of her 

Department’s most recent innovations, developed through people-centred design 

approaches. She’s chairing a panel with a group of cross-party political leaders 

who were actively involved in championing the initiative. Anja worked hard to build 

their buy-in, and their ultimate support was critical to the innovation’s success. 

Anja’s looking forward to meeting them all again and catching up.

After the conference, Anja heads home. It’s a nice evening so she hops off the 

Dart a few stops early and walks the last few kilometres. She likes the time to 

reflect at the end of the day, and makes some voice notes on her iPhone 72 about 

her own innovation leadership development in advance of her innovation 

leadership “refresher” training and coaching coming up next month. 

After managing to get a seat on the Dart to head into 

work, Anja, an Assistant Secretary in the civil service, 

starts her day as usual by reading about new 

developments in technology, society and customer trends. 

It’s important to her to keep up-to-date on trends and new 

developments, and to build her awareness and 

understanding of the potential technology can bring to the 

public service. 

This morning, Anja is glued to an article about a new type 

of “clean” natural gas, where carbon dioxide is extracted 

and recycled in the manufacturing process rather than 

being released into the atmosphere. Anja sends the link to 

the members of the cross-public service climate change 

innovation group which she is a part of, along with leaders 

from across the public sector and the wider innovation 

ecosystem including business and academia. Climate 

change was set as a target area for cross-public service 

transformational innovation for the 2030 public service 

innovation strategy.

ANJA
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ANJA’S key elements of the future innovative public service culture: 

 A clear, inspiring national innovation strategy is in place

 Areas of focus across for cross-public service transformational innovation exist and are 

worked on collaboratively 

 Innovation is integrated into public service organisation level business plans

 Political, public and public service stakeholders are committed to innovation 

 Reflective innovation leadership is across the public service

 Leadership training and coaching is established to enable and support leaders

 Supporting frameworks and governance, such as risk management, are in place

Although it’s a wet October day, traffic is moving quickly 

on Siobhán’s route into work. It’s a reminder of how 

successful the city council’s driver data analytics 

innovation project was at reducing the traffic pain points 

across the city. It reminds her to call Tony, a counter-part 

in Dublin city council to see how he is getting on at 

adapting their initiative for Dublin. 

Siobhán heads to the conference room when she arrives 

for the daily stand-up with her team. It’s a new initiative 

they have brought in to enable more agile working in the 

council, and it’s working really well. Ideas are flying and 

she has a clear view on what’s happening across the 

organisation. 

After the stand-up, Siobhán dials into the local 

government innovation network video conference. The 

network meets every month to discuss all things 

innovation, and Siobhán always makes a point to attend or 

to dial-in. It’s a great help for Siobhán to learn from the 

experiences of others and to know what’s happening 

around the country. It has helped her to expand her 

network across the public service. 

SIOBHÁN

Siobhán spends the rest of the morning working on the road closure and diversion 

plan for the marathon taking place next month. She finds herself thinking about 

the innovation training that she recently completed, and reflects that even when in 

her everyday work, she’s now thinking about things differently. She’s focused on 

the different groups of users who she is developing the plan for, and works 

through some exercises and tools that she learned to help to put herself in their 

shoes as she develops the plan. 
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After lunch, Siobhán turns her attention to performance management reviews. 

She’s hoping to apply for promotion in the next few months and knows that her 

work to support innovation in the council will put her in a good position to 

progress. After updating her own performance management form, she reviews her 

team’s records before her one-to-ones with them. 

It’s the last of Siobhán’s one-to-ones with her team, and it’s great to see how 

engaged Tony is. He’s a really high performing team member. Siobhán was 

worried a year or two ago that Tony was disengaged and might leave, but is 

delighted when Tony tells her that he feels really fulfilled in his work and that his 

creativity and entrepreneurship is valued in the council.

Traffic is still clear on her way home, so Siobhan gets back in no time. She pops 

some dinner in the oven, before giving Tony a quick call to catch up on his traffic 

initiative. 

SIOBHÁN’S key elements of the future innovative public service culture: 

 A strong formal and informal network in place across the public service where experiences 

and lessons learned are shared

 Managers are equipped with the capabilities to innovate through innovation training 

 Managers hold an embedded people-centred mindset influencing everyday innovation

 Agile and innovative working methods are integrated as part of day-to-day working 

 Innovation is recognised for promotional and career advancement purposes

 Innovation opportunities are engaging talented staff

Sanjay parks up his bike outside the hospital, and heads 

to the changing area to freshen up before starting his 

shift. Sanjay is currently taking part in innovation training 

so logs on to his training app for his ten minute innovation 

lesson before the ward rounds start. 

Sanjay takes a look through the hospital data portal for 

updates on the length of stay trends that he’s been 

monitoring for a particular patient cohort. He noticed a 

little while ago that average length of stay was increasing, 

even though there didn’t seem to be a medical reason for 

the trend. He notes the latest figures and chats to some 

colleagues about what they have observed on the ward. 

Sanjay is running a patient focus group this afternoon, 

with some patients from this cohort. He wants to 

understand what else might be at play, and what the 

experience of the patients is. As Sanjay always says, it’s 

only by understanding the problem that you can find a 

solution. 

SANJAY
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Sanjay uses a number of the skills that he learned through his training to facilitate 

the focus group. It goes well, with some interesting insights gained from the group 

and initial ideas developed. There are a couple of measures that they’re going to 

try straight away, but some will need a small bit of resourcing to further develop. 

Sanjay takes ten minutes to pop in an innovation sprint support request through 

the hospital’s app, setting out what he will need.

Sanjay scrolls through the health innovation portal, to see if any other hospitals 

have faced a similar problem to his. He gets five hits from his search and sends a 

message to the project leads for some more information and to set up a call. 

As Sanjay is putting on his helmet to cycle home, his phone buzzes. It’s a 

message about his innovation sprint request – it’s been approved! He cycles 

home, excited to think about what impact the innovation sprint could make for his 

patients. 

SANJAY’S key elements of the future innovative public service culture: 

 All staff are equipped with practical skills to innovate on a day-to-day basis

 Public service teams are engaging with users as co-creators of solutions 

 A continual improvement mindset exists across the public service

 Resources and tools are available to enable and support innovation

 Access to relevant data is easy, to substantiate innovation and insight development

 Simple and straightforward innovation processes are in place to access resourcing and to 

advance ideas 
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Chapter 7.

Recommendations

This chapter sets out the recommendations, across 

the building blocks, to achieve the target level of 

innovation maturity and to bridge the gap between 

the current state and the future vision. Each 

recommendation is set out with additional details of 

the actions/ initiatives which can be taken to give 

effect to the recommendations. 
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Options and recommendations development and 
assessment

Options generation

A broad spectrum of options to address the 

current state themes were identified, each 

addressing different challenges. Options were 

drawn from international examples and from 

broad Deloitte GovLab research.. The 

development of a longlist allowed for the 

consideration of a broad range of potential 

solutions.

Desirable: Does the public service want to do it and is it a useful or necessary course of action?

Viable: Will it contribute towards the development of a culture of innovation and does it have a 

reasonable chance of succeeding? Is the option sustainable over time?

Feasible: Can it be done? Do the capabilities exist to act on this option?

In addition, each option was assessed and evaluated against the six design principles to ensure 

each option meets the principles. This provided an initial indicative assessment of an option’s 

potential benefits. 

Recommendations assessment and development

Following on from the workshop, a more detailed appraisal was conducted and the longlist of 

options was narrowed down to twelve key recommendations across the five building blocks. 

These recommendations were then taken forward and developed in more detail. Each of the 

recommendations support the design principles and address one or more of the challenges 

identified through the current state themes. A number of actions under each of the 

recommendations were identified. The recommendations are outlined on the following page. 

2019 – 2023 roadmap

The transformation to a more innovative public service with advanced levels of innovation 

maturity will be implemented over a five year period, to 2023. The roadmap outlining the 

implementation journey can be found in Chapter 8. 

Brave and 
fearless 

leadership

Innovation 
understanding

Recognition 
and reward

Clear the 
pathways

Collaboration  
is key

A little goes a 
long way!

Six current state themes

Roadmap 

and actions

12 recommendations

Prioritised and sequenced

Long list of options

Evaluated against design principles

The options 

generation   

and filtering 

process

Options assessment

At the Options Workshop, members of Action 

Team 6 were asked to appraise, select and 

prioritise a long list of options across each of 

the building blocks for innovation. Options 

were assessed as to whether they were 

desirable, viable and feasible. 
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Recommendations

Recommendations were developed to:

• achieve the future state vision and design principles;

• address the challenges identified in the current state themes; and 

• bridge the gaps between the current and target innovation maturity level. 

A long-list of options was created in the first instance. These options were assessed in 

conjunction with members of Action Team 6, and refined into 12 recommendations. The 

recommendations were then prioritised and sequenced to develop the implementation roadmap. 

STRATEGY Develop a clear, actionable and implementable Public Service
Innovation Strategy to drive innovation, and include national 
themes for radical and transformational innovation

Develop guidelines to support the development of an 
innovation strategy or innovation pillar in existing
strategies in public service organisations

CAPABILITIES Define the competencies and capabilities required for innovation 
in an innovation competency framework

Integrate innovation knowledge, capabilities and 
behaviours training through learning and development centres 
of excellence (e.g. One Learning) ensuring people centred design 
is at the core of all innovation training. Engage providers to 
develop innovation training programmes and modules

LEADERSHIP Integrate innovation into a vision of the public service leader 
of the future

Manage innovation performance through innovation 
performance objectives at organisational level and in business 
plans

NETWORK 
AND CENTRAL
SUPPORTS

Develop clear, easy to understand and familiar pathways to 
guide innovators on the journey to solution development

Establish an innovation network to connect public service 
innovators and to spread a culture of innovation

Prioritise key systemic barriers to innovation (e.g. current 
procurement process and risk management) and develop 
mechanisms to overcome the barriers 

RESOURCES Recognise and reward innovation in performance management 
structures through promotion and awards

Develop specific metrics for innovation to measure progress and 
pipeline

Link expenditure with innovation as part of the budget and 
expenditure management process, or through targeted 
innovation specific funding
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Each of the recommendations have been developed to address challenges identified in the 

current state assessment, and to fulfil the design principles. The table below summarises the 

primary links between each recommendation and current state issues. 

The recommendations have been developed into tangible actions and initiatives to effect change. 

These initiatives are set out within the future state roadmap. 

Recommendation

Changes to achieve the future state

Current state challenge

Area of the current state the recommendation 
addresses

Public service innovation strategy
No dedicated innovation strategy or focus 

areas for innovation

Guidelines to develop innovation strategy 
locally

References to innovation in current 

strategies lack specifics about how to 

innovate

Competency framework Lack of reward and recognition

Develop innovation training Lack of innovation skills and capabilities

Future leader vision
Leadership for innovation is not 
widespread

Manage performance Innovation is not a priority

Develop pathways for innovation
Limited system supports to drive 
innovation

Establish an innovation network Limited collaboration and co-creation

Prioritise key systemic barriers
Procurement and risk aversion are 
barriers to innovation for example

Recognise and reward innovation Innovators are not recognised

Develop metrics for innovation Innovation is not tracked or measured

Link expenditure with innovation
No dedicated cross-sectoral funding for 
innovation 

WHAT? WHY?
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Recommendations

Public Service Innovation strategy

Develop a clear, actionable and implementable Public Service Innovation Strategy to drive 

innovation, and include national themes for radical and transformational innovation

Overview

An innovation strategy helps support the execution and implementation of innovation in an 

organisation. Even in the most mature of organisations, innovation initiatives fail if not supported 

by a strong vision and commitment. A public service innovation strategy would help to ensure 

alignment across the public service and provide clarity around objectives and priorities. This 

strategy would be a cross-sectoral commitment to a vision and set of priorities. It can also help 

to resolve trade-offs, can provide focus and develop the discipline of innovation. Creating 

capacity to innovate starts with an innovation strategy. 

The key characteristics of an innovation strategy are: 

The Victoria State Government in 

Australia developed an innovation 

strategy for the Public Sector. The 

strategy sets out the need for public 

service innovation, shares innovation 

success stories, paints a picture of what 

good innovation looks like and outlines 6 

key actions to put innovation in motion. 

Missing from the strategy are the key 

focus areas for innovation and how the 

public sector will innovate.

What’s good? 
Sharing 
success stories 
of innovation 
to recognise 
innovators, 
key actions for 
innovation

What’s 
missing? Key 
focus areas for 
innovation

Adaptive – A strategy that takes a long term view 
but is a series of short term iterations that evolve 
over time. Like the process of innovation itself, an 
innovation strategy should involve continual 
experimentation, learning and adaptation

Inspiring – A call to action that outlines a clear 
vision, provides inspiration and tells the story of 
what is possible

Bold – A courageous strategy outlining big and 
bold ambitions to solve complex and wicked 
societal problems

An innovation strategy should also align closely 
with and support existing business strategies. A 
well articulated public service innovation strategy 
should cover the following:

Vision and objective – An explanation of why 
innovation is important for the public service and 
how innovation will create societal value along 
with clear articulation of specific objectives

How to innovate – An explanation of the system 
of innovation and how to manage the innovation 
portfolio (balance of core, adjacent, 
transformation innovation and resources allocated 
to each)

Innovation priorities A clear description of areas 
for focus – the types of innovation that matter and 
national priorities for innovation that call for co-
creation and collaboration

International practice

1
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Basis for change

A public service innovation strategy would provide a clear mandate and vision of innovation in 

Ireland. It would provide the permission to act that is currently lacking and would offer a 

consistent and clear understanding of what is meant by innovation and the approaches to be 

taken. A public service innovation strategy would include key common transformational 

innovation challenges which reflect national priorities. The purpose of including these challenges 

is to foster collective problem solving and enable true co-creation across the public service. The 

challenges would provide a focus for innovation and would provide an opportunity for sectors, 

organisations and agencies to innovate together. 

In particular members from the wider 
innovation ecosystem (entrepreneurs, private 
business, state agencies and academia) saw a 
real need for a cross-sectoral innovation 
strategy to provide clarify of purpose and 
focus. 

It is important to note that it proved 
challenging to identify an example of a public 
service  innovation strategy in other 
jurisdictions that covers all the desirable 
characteristics and contents outlined above. 
This provides the Irish public service with an 
opportunity to develop not just a best practice 
but a “next practice” innovation strategy that 
is unique in its completeness and provides 
clear vision and direction for innovation. 
Throughout this recommendation, some 
examples of strategies are shared for 
inspiration and further examples can be found 
Chapter 5 – international comparators. 

International practice

The United Arab Emirates (UAE) has developed a national 
innovation strategy focused on making UAE one of the 
most innovative nations in the world within 7 years of the 
strategy launch. The strategy outlines priority sectors for 
innovation, the development of innovation champions and the 
environmental conditions required to enable innovation. It 
also outlines the key actions required to “put innovation in 
motion”. 

What’s good: A commitment to priority sectors for 
innovation 

What’s missing: A clear articulation of why innovation is 
important and a vision for innovation

What’s good? 
Key questions 
demonstrate 
clarify of purpose

What’s missing?
Not really a 
strategy, but 
inspiration none 
the less!

International practice

The New Urban Mechanics is a team 

within the office of the Mayor of Boston. 

The team see themselves as the “City’s 

R&D Lab”. They have taken an 

interesting approach to a strategy which 

they call a Civic Research Agenda in 

which they pose a series of questions 

under which experiments are conducted. 

They partner with others to scale 

experiments and document lessons 

learned from failed experiments.



Enabling innovation in the public service© 2018 Deloitte Ireland LLP. All rights reserved 104

Actions and initiatives

The strategy building block is the key priority for the public service. Actions are presented in 

sequence. 

A. Mobilisation and innovation declaration

 The first step in this programme of change is to mobilise the key stakeholders and establish 

the enablers required for successful programme delivery. These enablers include programme 

management support, ongoing communications and other central supports. 

 It is already planned and agreed to sign a public service innovation declaration. This 

declaration will be adapted from a version developed by the OECD. This objective is to gain the 

commitment and buy in for cross-sectoral innovation. The declaration will comprise a series of 

shared commitments and a founding vision for public service innovation.

 This action is the first step on the journey to building a more advanced culture of innovation 

across the public service. 

B. Innovation strategy development and ongoing strategy adaptation

 The development of an adaptive, best in class innovation strategy should be a key priority for 

the public service and one of the first major initiatives in the programme for change. 

 In line with an adaptive strategy, it should be reviewed and revised at 12 – 18 month intervals 

to take into account lessons learned, the changing environment and changes in priorities. 

C. Cross-sectoral co-creation pilot

 The purpose of including common transformation innovation challenges in the public service 

innovation strategy is to promote and enable collective, cross-sectoral problem solving. The 

challenges will be focused on transformational innovation. This action is focused on the 

establishment of a pilot design sprint to bring diverse stakeholders together with a view to 

solving a major challenge, and piloting the approach to develop a process for later sprints. 

D. Cross-sectoral strategy setting

 Following a pilot, cross-sectoral strategy setting should occur at regular intervals to realign on 

the priority areas for transformational innovation. It is not recommended that this be an 

annual process, but c. 2-3 years allows for the balance between allowing for responsiveness 

and adaptation, and providing adequate time for innovation progress. 
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Guidelines to develop organisational innovation strategies

Develop guidelines to support the development of an innovation strategy or innovation 

pillar in existing strategies in public service organisations

Overview

While an overarching public service innovation strategy would form a national vision and provide 

direction, it is viewed as important to diffuse the high level strategy into local or organisational 

strategies to make innovation relevant. 

Developing an innovation strategy or incorporating innovation as a pillar in existing strategies will 

enable public service organisations to: 

 Share of vision and grow a culture of innovation 

 Give permission to act

 Develop an awareness of trends impacting the public service

 Focus on ways to become more effective, efficient and outcome focused

 Collaborate with others to develop innovative solutions

 Invest in the capabilities required for innovation

 Set local priorities aligned with the organisation’s strategic themes

Organisational innovation strategies or an innovation pillar inserted into strategies would 

prioritise and drive innovation. It is viewed that the guidelines would be centrally developed and 

supported but the strategy development would be locally driven. The guidelines would provide 

direction to those developing the strategy and would comprise key areas to include. 

Basis for change

It emerged from consultations that where innovation is mentioned in current organisational 

strategies, it is often viewed as merely aspirational, or without real substance, direction or 

meaning. Innovation is often included in strategies to be “seen to” include it however, it is often 

not actionable. The current state highlights a lack of vision for innovation, lack of agreement on 

the meaning of innovation, and lack of clarity on the priorities for innovation. 

Actions and initiatives

E. Guidelines for local strategy development

 Following on from the development of the national innovation strategy, guidelines would be 

developed centrally and shared with all public service organisations who will insert an 

innovation pillar in existing strategies or develop a separate innovation strategy, aligned with 

the overarching public service strategy. 

2
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Competency framework

Define the competencies and capabilities required for innovation in an innovation competency 

framework

Overview

People are at the core of public service innovation, and innovation should be seen as the 

responsibility of everyone in an organisation. Aligned with the design principles, innovation is 

understood as an approach and a way of thinking, not as a task. Eurofound (2012) suggests that 

employee-driven innovation “depends strongly on employees contributing their knowledge, 

expertise, creativity and commitment to the process”. 

On the following pages, the required innovation competencies, capabilities and behaviours for 

leaders, managers and practitioners or staff are described. Different levels have different needs 

and focus. A summary is provided below.

Innovation leaders:

 Adopt an innovation mindset by developing awareness and being invested in outcomes

 Understand and communicate the benefits and value innovation brings to an organisation

 Create the conditions for innovation by encouraging people to find new solutions through a 

focus on the citizen / public

 Encourage and support core and adjacent innovation, and lead transformational 
innovation  

Examples of innovation competencies for leaders:

Visionary: Understands the innovation imperative and aligns with strategic priorities

Horizon scanning: Detects and identifies significant trends, developments, threats and 

opportunities

Risk taking: Understands and accepts the need for risk taking in innovation and effectively and 

appropriately manages risk 

Innovation managers:

 Are equipped with the skillset for innovation by developing innovation understanding

 Enable and support teams to be innovative by creating the conditions, setting the agenda

and through critical questioning

 Lead core and adjacent innovation, and identify opportunities for transformational 

innovation

Examples of innovation competencies for leaders:

Critical thinking: Courage to identify key problems and challenge the status quo  

People-centred: Understands and leads human centred design and creative approaches to 

problem solving

Source: Eurofound (2012), Work Organisation and Innovation, European Foundation for the Improvement of Living and Working 
Conditions, http://eurofound.europa.eu/sites /default/files/ef_files/pubdocs/2012/72/en/1/EF1272EN.pdf.
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Innovation practitioners:

 Are equipped with the skills, methods and tools that underpin innovation

 Possess a diverse toolkit of innovation capabilities that enables them to support teams and 

organisations to deal with complex problems

 Support the development of core, adjacent and transformational innovation

Examples of innovation competencies for leaders:

Design sprint facilitation: Expertise in innovation by design process and other formal iterative 

methodologies (e.g. agile, lean start-up)

Data literacy: Uses multiple sources of data to identify problems, patterns and to make 

decisions

Creative confidence: Equipped with the ability to generate novel ideas and act on them 

Basis for change

Skills for innovation are scarce or almost non-existent across the public service. The development 

of an innovation competency framework would provide clarity on the capabilities required for 

innovation and could be used to focus on the development of capabilities of existing staff, but can 

also be used for recruitment, selection, assessment and development of leaders. The skills and 

capabilities of public service leaders, managers and practitioners has a significant impact on the  

likelihood of success of public service innovation and the spread of a culture of innovation. An 

opportunity exists to set out a framework of competencies for innovation to improve the skills 

and capabilities of public service staff. The intention is not to replace existing competency 

frameworks with a new innovation competency framework, but to merely complement or embed 

within those that already exist. 

The OECD’s 2016 survey of Strategic Human Resource Management practices in government 

indicates that innovation is among the highest priorities for HR reform across OECD countries. In 

28 countries public service innovation features in government-wide strategic objectives, many 

are developing learning and training programs for civil servants and civil service leaders, and 

almost half of responding countries include innovation-related concepts in their competency 

frameworks.

Actions and initiatives

Along with innovation strategy development, the development of capabilities for innovation is a 

primary priority for the public service in Ireland. 

F. Define innovation competencies

 Defining innovation capabilities and developing an innovation competency framework is a key 

enabler of innovation and the first step in developing public service innovation capabilities. The 

sample competencies outlined above could form the basis of a public service innovation 

framework. Definition of the competencies would provide clarity on what is needed to be a 

successful innovator, or supporter of innovation by defining the innovation knowledge, skills, 

capabilities and attributes required in the public service. 
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G. Integrate innovation within competency frameworks

 Competency frameworks pre-exist within the public and civil service. Using the innovation 

competencies outlined in the above action, innovation should be embedded within existing 

frameworks so that innovation can be properly incorporated into promotion, recruitment and 

performance management decisions. 

H. Develop innovation role profiles

 Develop job descriptions for innovation specialists.  

 Develop the details of the behavioural competencies for innovation to include across general 

role profiles. 

Source: OECD (2018) Strategic HRM and Compensation http://www.oecd.org/gov/pem/strategic-hrm-and-compensation.htm

Future designer creates a broad vision 
based on trends and inspires others to be 
dedicated to it

Value builder designs policies and 
services based on user needs

Empowerer is a keeper of workplace 
happiness who creates an environment 
that ensures the engagement, well-being 
and development of employees

Achiever carries out the vision of the 
policy field, allocates roles and 
responsibilities within the team, monitors 
progress 

Self-leader understands his or her role 
as a leader and develops himself or 
herself continuously

Innovation booster is a pioneer; he or 
she promotes thinking outside the box, 
encourages taking risks and directs the 
development and implementation of 
valuable innovations

The Estonian government has developed an innovation focussed competency framework 

for leaders which outlines six key competencies. 

International practice
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Develop innovation training

Integrate innovation knowledge, capabilities and behaviours training through learning and 
development centres of excellence (e.g. One Learning) ensuring people centred design is at the 
core of all innovation training. Engage providers to develop innovation training programmes 
and modules

Overview

A logical follow on from the development of an innovation competency framework is the 

development of training for innovation which supports implementation of the framework. An 

innovative, modern public service supports the development of training for innovation with a view 

to developing innovation leaders, managers and practitioners. 

Basis for change

Competencies and capabilities for innovation are at a low level in the Irish public service and an 

emphasis should be placed on the development of those capabilities in order to grow the 

potential for public service innovation. Without a focus on developing innovation capabilities, it 

will be difficult to achieve the future state vision for an innovative public service, meeting the 

challenges of the future. 

The Australian government has developed a guide 
on developing innovation skills which can be 
used by  trainers and facilitators. The guide takes a 
systematic approach to the development of 
innovation skills and include 6 core skills required for 
innovation. These are: 

Interpret the need or opportunity

Generate and select one or more ideas

Collaborate with others to develop the idea

Reflect on the idea

Represent the idea to promote it

Evaluate the idea

International practice
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Actions and initiatives

I. Identify training partners/providers

 Work with public service training centres of excellence (such as One Learning) to identify 

training providers. Identify training providers with specific innovation capability, and 

additionally look outside of traditional training providers to understand new and alternative 

options for innovation training. 

J. Develop learning objectives

 Develop the learning objectives for the training programmes, aligned with the innovation 

competencies desired. 

K. Develop training programmes

 Engage the Institute of Public Administration, Public Affairs Ireland, the Irish Management 

Institute and other consultants to develop a training curriculum and training programmes and 

modules for public service innovation.

L. Management innovation training

 Prioritise innovation training for managers in order to develop awareness and understanding 

of innovation, and to drive a culture of innovation. (Leadership development is included within 

the leadership recommendations).

 Start with a pilot approach to training and iterate before completing roll-out. 

M. General grades training 

 In the spirit of innovation develop a prototype and pilot innovation to gather feedback and 

insights from users. Use this information to iterate the training approach and content. 

 Follow-up after re-design and iteration by making training available to all public and civil 

service staff. 
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Support leaders to develop an innovation mindset

Integrate innovation into a vision of the public service leader of the future

Overview

Unless leaders sponsor and prioritise innovation, it generally does not happen at scale. It is 

important that leadership is aware of what is happening in the world around them and 

understand that transformational innovation is necessary if they want to keep pace with change 

and stay relevant in the future. A Deloitte GovLab report entitled “The New Government Leader”  

documents the leadership styles effective government leaders need in order to meet increased 

expectations for citizen interaction and to cope with an increasingly complex operating 

environment. The six key behaviours that will define tomorrow’s innovative government leader 

are: 

Agile integration: Spotting links outside of traditional boundaries and connecting people, 

information and resources

Quiet transparency: the willingness to question and adapt without having the answers 

Rebel rousing: seeking out and encouraging individuals who question the status quo

Digital aikido: use of digital media to gauge attitudes, build influence and motivate action

Rapid prototyping: fail forward and learn through experimentation 

Horizon scanning: analysing patterns across disciplines and environments.

Basis for change

Brave and fearless leaders are desired in the public service and their staff want managers and 

leaders who lead the way for innovation and support and encourage the development of 

innovative solutions. There is a clear absence of leadership for innovation across both public 

service and political leaders. Developing leadership is instrumental to developing a culture of 

innovation. 

Actions and initiatives

N. Establish communication channels

 Enable channels of communication to allow leaders communicate widely about innovation. The 

communication should reach staff and also political leaders. Key messages should include the 

innovation imperative as well as innovation success stories. 

O. Establish future leader vision

 Outline the characteristics of the future public service innovation leader. Communicate the 

vision, and refine it, through the leadership communications channels. Share this vision with 

SPS, and incorporate characteristics into leadership development. 

Source: Deloitte (2013) The new government leader: Mobilising public leadership in disruptive times https://tinyurl.com/y9qlpfm5
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Portugal, Administrative Modernisation Agency

The Administrative Modernisation Agency (AMA) is Portugal’s lead agency for public 

service innovation. The agency's primary objective is to improve services to citizens. The 

AMA has very strong support from the highest levels of government with success 

attributed to the Minister responsible for the agency. 

SIMPLEX+ is an initiative run by the AMA to simplify the public service in Portugal. Ideas 

for improving public services were gathered by a team who toured the country, meeting 

citizens from all backgrounds to better understand their needs. 

LabX is another AMA initiative and is a lab for the early stage development and 

prototyping of solutions. The lab can be accessed by public service organisations across 

Portugal. 

International practice
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Drive innovation performance

Manage innovation performance through innovation performance objectives at organisational 
level and in business plans

Overview

Often the most effective innovation comes from changing behaviours, and this can be achieved 

through the development of innovation plans. The inclusion of objectives for innovation into 

business plans can help to drive behaviour, achieve outcomes and develop a culture of 

innovation. The objectives for innovation should be aligned with and support overall business 

plan objectives. 

The objectives should include goals related to:

 identification of problems

 inclusion of staff in problem identification and idea generation

 co-operation with other departments and organisations to solve problems 

 prototypes and pilots

Basis for change

Research has shown that the number of innovation objectives has a positive effect on innovation 

success. DPER is leading the way as the Secretary General has requested that all departments 

must include innovation objectives in business plans for 2019. This sets the tone from top 

leadership, gives permission to act and drives culture and behaviour. 

Actions and initiatives

P. Incorporate organisation level performance objectives

 Include ongoing objectives for innovation into business plans. 

Q. Leadership development programme pilot

 Support leaders to achieve their objectives by developing innovation coaching and leadership 

programmes through SPS, other leadership programmes or external providers.

 Leadership training and development should be ongoing, rather than a once-off training 

session and tools and mechanisms should be put in place to enable leaders to continue to 

develop. 

Source: MIT (2005) Innovation objectives, knowledge sources, and the benefits of breadth  
http://web.mit.edu/iandeseminar/Papers/Spring2006/Helfat.pdf
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Develop pathways for innovation

Develop clear, easy to understand and familiar pathways to guide innovators on the journey to 

solution development

Overview

Innovation is a discipline that can be taught and developed. Establishing the right roles and 

processes drives innovation by providing clarity and discipline. According to Peter Drucker, “most 

innovations, especially the successful ones, result from a conscious, purposeful search for 

innovation opportunities”. This conscious search can be guided through the development of 

pathways for innovation.

Basis for change

There is currently no common understanding of the discipline of innovation or no clear pathway 

for innovation in the public service. Clear definition on the following with separate pathways for 

core, adjacent and transformational innovation would help to free up the blockages and provide 

clarity. 

 How to get approval to initiate or start the development of an innovation

 Securing funding for innovation

 Approvals and decision making process 

 The innovation process 

 Support resources for the development of innovation

 Guidance on risk taking, failure and risk management

Actions and initiatives

R. Develop pathways for innovation including decision making thresholds

 Develop well-defined and transparent pathways for identifying problems, pursuing ideas and 

developing innovative outcomes which are clear, easy-to-understand and familiar to public 

sector employees. Provide a clear description of who makes decisions and what the thresholds 

are. A stage gate approach should be adopted to manage the innovation process.

 Develop different pathways for core, adjacent and transformational innovation. 

S. Develop support resources (handbook and online resources)

 Develop a toolkit with guidance materials and a handbook to guide public service innovation.

 Ensure all supports are freely available and accessible to all staff.

Source: Drucker. P (2006) Innovation and Entrepreneurship 
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Check: Find out if it makes sense to 
spread the innovation from one place to 
another

Test: Test the innovation in the new 
context

Adapt: Adopt or adapt the innovation to 
suit the new environment

Remove: Remove the obstacles and old 
habits that stand in the way of innovation

Implement: Implement the innovation in 
the new context

Harvest: Document what you have gained 
from spreading the innovation

International practice

The Centre for Public Service Innovation in Denmark works across the Danish public sector 

to enable the sector to become more efficient and deliver products and service of a higher 

quality through innovation. The centre has developed a guide and dialogue tool for spreading 

innovation which provides a path to “share and reuse innovation”. The guide outlines a 

pathway with six clearly defined steps for spreading and adapting innovation. 

T. Develop a platform or model for in-person or online engagement with the public to 

embed user-centricity

 To develop a people centred mindset and a culture of human centricity, develop a widely 

accepted and accessible approach to engaging with the public. 

 The approach could be online or in person at pop-up shops and would provide opportunities 

for interaction and engagement with the public to gain their insights on key challenges. 
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Establish an innovation network

Establish an innovation network to connect public service innovators and to spread a culture of 

innovation

Overview

Networks are fundamental to understanding and enabling innovation. Successful innovation relies 

on connections between people and ideas. The establishment of a Public Service Innovation 

Network (or networks) is key to promoting a cross-sectoral culture of innovation. Key to the 

success of any public sector network is that it must be formed with a common purpose, 

objectives and clear definition of roles. Sharing of ideas, challenges and success stories can begin 

to foster a culture of innovation when awareness is raised as to what others have achieved and 

what is possible. 

Many types of network exist, a selection of which are outlined below:

Formal centralised network: with a clear organiser who drives the interaction between 

participants and guides the purpose of the network. 

Informal network: loosely organised and self-directing team of experts who share ideas and 

solutions without formal governance, structures or objectives.

Learning network: a network with the primary objective of developing and sharing innovation 

capabilities. Activities would include coaching, learning from each other and the development of 

materials and guidelines for innovation.

Wider ecosystem network: to encourage and place a focus on co-creation, an ecosystem 

network would include participants from start-ups, established business and others from outside 

the public service. It could also include the general public who are interested in advancing public 

service innovation. 

The Public Sector 

Innovators Network is part of 

the  Social Innovation 

Community 

(www.siceurope.eu) and

provides opportunities for 

public sector innovators to 

meet, share and collaborate 

online and in person. Its 

purpose is to enable European 

public servants to connect, to 

promote learning and sharing 

of information across policy 

areas and to promote social 

innovation policies across 

employment, health, education, 

social services and 

environment.

International practiceBasis for change

During consultations, many mentioned the desire to 

collaborate and spoke of the benefits of sharing and 

collaboration. Despite this, opportunities for true cross-

sectoral collaboration do not arise. In addition, co-

creation with the wider innovation ecosystem does not 

take place. Networks are a way to overcome the barriers 

to innovation due to bureaucratic and siloed structures. 

Actions and initiatives

U. Establish and mobilise innovation network(s)

 Select the preferred approach to an innovation network 

or networks and get the network(s) up and running.

V. Establish an expert advisory panel

 Establish an advisory panel to advise on key areas 

relating to innovation.

8
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Identify systemic barriers

Prioritise key systemic barriers to innovation (e.g. current procurement process and risk 

management) and develop mechanisms to overcome the barriers 

Overview

Public service organisations face many barriers to innovation including rigid processes, risk 

aversion, and cultural opposition to deploying new and sometimes untested ideas. Many public 

sector organisations make sporadic efforts to encourage innovation, but few implement the 

formal changes needed to spark transformational change. Without altering traditional 

approaches, it can be difficult to shift mindsets and enable the free flow of innovation.  The 

current procurement process and lack of risk management for innovation were identified as key 

systemic barriers during the consultation.

Basis for change

By it’s nature the public service is risk averse and the concept of risk taking is often avoided due 

to fear of failure, scrutiny by the media or being answerable to the Public Accounts Committee. 

While effective risk management is critical in the public service, particularly in relation to budget 

control, too much risk aversion can stifle innovation. Risk management can add a level of 

discipline and transparency to the innovation process while supporting the desired amount of risk 

appetite and culture. Public procurement is often viewed as overly risk averse also which can lead 

to the stifling of innovation or the procurement of innovative products and services. 

In May 2018, the European 
Commission issued guidance on 
innovation procurement, which the EC 
defines as “any procurement that has 
one or both of the following aspects:

 buying the process of innovation –
research and development services –
with (partial) outcomes; 

 buying the outcomes of innovation 
created by others”. 

The guidance outlines the policy 

framework that is necessary to make 

strategic use of innovation procurement, 

how to open the doors of public 

procurement to innovators (incl. start-

ups and innovative SMEs, and describes 

how to put public procurement 

procedures to work to modernise public 

services. 

International practice

Source: European Commission (2018) Guidance on Innovation Procurement https://ec.europa.eu/docsroom/documents/29261

Actions and initiatives

W. Prioritise key barriers to innovation (e.g. 

procurement and risk aversion) for 

investigation

 Decide which barriers to prioritise (e.g. 

procurement, rick aversion) and develop 

responses to overcome the key systemic barriers 

to innovation.

X. Develop an innovation risk management 

framework

 Develop a risk management framework (or 

incorporate innovation into existing framework) 

to include risk management tools, risk 

governance approach and methods to measure 

risk.  

Y. Engage procurement to establish pathways 

to support innovation procurement

 Investigate and implement approaches to 

support procurement of innovative solutions and 

to enable co-creation with entrepreneurs. 

9
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Recognise and reward innovation

Recognise and reward innovation in performance management structures through 

promotion and awards

Overview

Lack of incentives to innovate for both management and staff is a common barrier in public 

organisations. Many employees are driven to innovate for a variety of reasons including 

recognition, personal satisfaction, pride and responsibility to the public. Personal development 

time, leadership attention and recognition through organisational and national awards are all 

mechanisms to incentivise and reward innovation. 

Basis for change

Apart from the Civil Service excellence and innovation awards, innovation is not widely 

recognised publicly. Currently, public service staff are often not awarded or rewarded for 

innovation.  Awards help to highlight the innovation happening within the public sector spread 

the good ideas that have been put into practice, and the lessons learned and foster a culture that 

supports and celebrates people and organisations doing things differently. 

Actions and initiatives

Z. Redevelop innovation rewards for individuals and teams

 Celebrate people and ideas through the expansion of the innovation awards to incorporate the 

entire public service.

 Seek out solutions that deliver on the innovation principles and recognise the teams and 

individuals that created and developed the solutions. Use the awards to disseminate success 

stories and share lessons learned.

AA.Review the innovation awards

 Review the innovation awards on a regular basis to ensure that core, adjacent and 

transformational innovations are recognised. 

 Rethink the criteria to emphasise process rather than output alone.

 Consider including additional categories such as a “best failure award”, recognising the failure 

with greatest lessons learned, or the best user-centred solution. 

The Australian Public Sector Innovation Awards recognise innovators across 
categories such as:

 Citizen-centred innovation

 Innovation culture and capability

 Innovations in digital and data 

International practice
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Develop metrics for innovation

Develop specific metrics for innovation to measure progress and pipeline

Overview

The Oslo Manual was first introduced by the OECD in 1992 and sets out a framework to measure 

innovation in the business enterprise sector. While the manual has a business focus, learnings 

can be gleaned from the approach to measuring innovation in government. The framework seeks 

to measure many aspects of innovation including the innovation process, expenditure on 

innovation, the role of diffusion in innovation and inputs to innovation. There is currently no 

equivalent to the Oslo Manual to measuring innovation in the public service. There are a number 

of frameworks, but none widely accepted.

It should be recognised that metrics for innovation should differ from standard organisational 

metrics given the different approach to the development of innovative solutions. Given the 

uncertainty of a solution that is entirely new, innovation should be measured in different ways. 

Finding meaningful ways of measuring public sector innovation through metrics and robust 

performance indicators will assist organisation in identifying the strengths and weaknesses of 

their innovation capacity and performance. A robust measurement framework for public sector 

innovation will assist with organisational performance review and improvement, and will also 

enable agencies to better report their progress.

Basis for change

Apart from the innovation climate measure in the Civil Service engagement survey, there is 

currently no mechanism to measure innovation culture or otherwise in the public service in 

Ireland. Tracking and measuring innovation will drive performance. As the adage goes, you get 

what you measure. Three key principles are important to keep in min when developing metrics. 

1. Create a balanced set of measurements including lead and lag measures

2. Avoid metric overload: organisations rarely need more than six metrics to drive and guide 

innovation effectively (Larry Keely, Ten Types of Innovation)

3. Develop meaningful metrics that support the culture you are focused on developing

Nordic Innovation is a Nordic organisation working to 
promote cross-border innovation. “Measuring innovation in 
the public sector in the Nordic countries (MEPIN)” is an 
initiative to develop a measurement framework for 
collecting internationally comparable data on innovation in 
the public sector, which will contribute to an understanding 
of what public sector innovation is and how public sector 
organisations innovate. The objective is to develop metrics 
for use in promoting public service innovation. A common 
questionnaire was developed and tested in a pilot study in 
Denmark, Finland, Iceland, Norway and Sweden. 

International practice
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Actions and initiatives

BB.Develop innovation metrics framework 

 Include measures to drive a culture of innovation such as number of prototypes developed, 

number of failures and iterations, number of public insights gathered.

CC.Rollout innovation metrics and scorecard

 Ensure consistent measurement of innovation across the public service by making the metrics 

framework and scorecard available to all public service organisations.

 Ensure ongoing monitoring and measurement of innovation and measure innovation on a 

continual basis to drive culture and performance. 

Metrics could incorporate measures across the following areas:

Source: Keely. L, Walters. H, Pikkel. R, Quinn. B (2013) Ten Types of Innovation: The Discipline of Building Breakthroughs 

Innovation pipeline Capabilities

 Number of solutions in development 
 Number of prototypes developed
 Volume of new ideas
 Balanced portfolio (number of core, 

adjacent and transformational innovations)
 Diffusion or spread of solutions

 Number of staff trained in innovation
 Attitude to risk taking
 Access to support capabilities

Improved performance Ecosystem

 Innovation maturity assessment (against 
current state benchmark)

 Civil service culture climate engagement 
survey

 Improvement in key organisational 
performance indicators (e.g. efficiencies 
gained, money saved)

 Innovation objective alignment to 
performance priorities

 Number of solutions co-created with other 
organisations

 Number of parties involved
 Number of projects involving consultation 

with the public / users

Sample innovation metrics
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Link expenditure with innovation

Link expenditure with innovation as part of the budget and expenditure management process, 

or through targeted innovation specific funding

Overview

Financial incentives, including dedicated funds, can play an important role in promoting 

innovation in government. Providing some seed funding for innovation can help get an idea off 

the ground and can support the development of a solution. Given the uncertainty involved in 

innovating, investments may need to be more flexible than business as usual funding. Innovative 

organisations often take a venture funding approach where funding is readily accessible and 

flexible. Resource flexibility can be a driver and enabler of innovation. 

A competitive process could be introduced such as that demonstrated in Denmark. Its Ministry of 

Finance allocated €16 million to a public sector efficiency fund that was awarded on a competitive 

basis to promote the scaling up of innovation pilots. 

Basis for change

Incentives to innovate in the public service are currently lacking. Linking expenditure to 

innovation drives behaviour. Funds for piloting and scaling up could be provided as a ring-fenced 

% of budget or as an “innovation tax”. It is important to note however, that many innovations 

were developed during the financial crisis, so funding is not the sole driver of innovation. 

According to the Observatory of Public Sector Innovation at the OECD, selected financial 

incentives linked to innovation can play a vital role in identifying innovations and promoting 

interest in jump-starting innovation. Financial incentives also play an important role in scaling 

and diffusing innovations once they are proven successful. Overall, innovation funds and 

efficiency dividends have provided agencies with incentives to innovate. (OPSI, 2017)

Actions and initiatives

DD. Develop approach to fund innovation and link innovation to expenditure

 Investigate ways to develop a fund or allocate a percentage of budget to innovation across 

public service organisations. A focus on results and performance is necessary in the 

development of the approach or any assigned funding. 

EE.Embed the approach in the budget allocation process

 Embed the selected approach across public service organisations.

 If innovative outputs are not shown over an agreed period of time, the budget or fund is re-

allocated or redistributed to innovative departments and teams. 

FF.Refresh approach to link innovation to expenditure

 Following the implementation and rollout of innovation metrics, it would be beneficial to 

refresh the approach to explore additional possibilities. 

Source: OECD (2017) Fostering Innovation in the Public Sector https://oecd-opsi.org/wp-content/uploads/2018/07/Fostering-Innovation-
in-the-Public-Sector-254-pages.pdf
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Chapter 8.

Roadmap and conclusion

This chapter presents the overall roadmap to 

implement the recommendations and work to 

achieve a culture of innovation. It is supported by 

details of some of the enabling factors which will 

need to be in place to support the roadmap’s 

implementation.
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Roadmap

Roadmap overview

The recommendations as outlined contain a number of initiatives and actions to put into effect 

the recommendations and enable a more advanced culture of innovation to be created. A 

roadmap has been developed to sequence and plan for the implementation of these initiatives, 

and to highlight some of the interdependencies (internal and external) which may impact 

implementation. The roadmap provides the high-level plan for implementation, but should be 

converted into a more detailed programme plan in order to effectively implement. 

Initiatives and dependencies

The initiatives are explained in the previous section at the end of each recommendation. The 

table below lists the initiatives by building block and highlights the critical dependencies which 

exist between initiatives. Whilst all initiatives are connected, the key dependencies are the 

initiatives which must be completed/ well-established before progress can be made on the 

dependent action. The terminology ‘networks and central supports’ has been used below instead 

of ‘governance’ to reflect the broader emphasis of initiatives considered within this category.

Initiative Key dependencies

A Mobilisation and innovation declaration

B Innovation strategy A

C Cross sectoral co-creation pilot

D Cross-sectoral strategy setting C

E Guidelines for organisation level strategy development B

Strategy

Each action or initiative 

included in the 

recommendations is 

referenced with a letter 

W. Prioritise key barriers to 
innovation (e.g. 
procurement, risk) for 
investigation 

These letter references are 

included in the roadmap, and 

below, to reference each 

initiative 

Summary of recommendation and initiative referencing
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Capabilities

Initiative Key dependencies

F Define innovation competencies

G Integrate innovation within competency frameworks

H Develop innovation role profiles F

I Identify training partners

J Develop learning objectives and innovation competencies F

K Develop training programmes I

L Management innovation training

M General grades innovation training J

N Establish communication channels

O Establish future leader vision N, F

P Incorporate organisation performance level objectives DD

Q Leadership development pilot and roll-out O

Leadership

R Develop pathways for innovation and decision making pathways

S Develop support resources (handbook and online resources) R

T Develop platform/ model for public engagement R

U Establish and mobilise innovation network(s)

V Establish an expert advisory panel U

W Prioritise key barriers

X Risk management framework W

Y Engage/ review procurement W

Network and central supports

Resources

Z Redevelop innovation awards

AA Re-design innovation awards

BB Develop innovation metrics framework 

CC Metrics and scorecard rollout BB

DD Develop approach to link innovation to expenditure

EE Embed approach in budget allocation process DD

FF Refresh approach to link innovation to expenditure CC
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Enablers of change

Success factors and enablers 

This report sets out an ambitious target of what the future innovation maturity of the public 

service will be. The roadmap and recommendations establish the tangible steps required to 

create this culture, but it is important to also consider the enablers of those recommendations 

and the additional measures which may be required to ensure implementation. 

The recommendations and roadmap reflect the outward facing actions which will impact directly 

on culture. The factors highlighted in this section are some of the enablers which are needed to 

be in place to allow those recommendations to be implemented, and the factors which will 

contribute to success. 

1 Senior leadership commitment 

Commitment of senior leadership to these recommendations and roadmap to develop the 

innovation culture within the public service will be critical to successful implementation. 

This leadership support provides the driving force behind implementation, and will be a 

critical enabler of the future state vision. We recommend that this report is socialised 

early with leadership, recommendations explained, and the roadmap committed to. 

Regular reporting to leadership on progress against the roadmap and culture change can 

help to maintain this support and buy-in. 

2 Cross-sectoral sponsorship

The roadmap and recommendations should not be viewed as the prevue of a single 

Department or unit. They have been developed with the participation of stakeholder 

across the public service, and designed to enable a culture of innovation across the 

public service as a whole. It is recommended that sponsorship of the roadmap initiatives 

and projects should include cross-sectoral representation at an individual initiative/ 

project level, where possible, and across the whole roadmap suite. 

3 Tracking progress and outcomes 

In order to maintain momentum and commitment, and to assess what initiatives are 

working well and what initiatives may require revision, mechanisms to measure or assess 

progress toward the future state culture should be established. It is important to track 

progress against the roadmap, but more important to assess the outcomes that the 

roadmap and recommendations are delivering. Oftentimes organisations fall into the trap 

of measuring culture change by the initiatives delivered, rather than the impact that 

those initiatives are having on moving the organisation toward the desired culture. It 

may be helpful to repeat the maturity assessment at regular intervals to assess 

development against target maturity, and/or developing additional feedback loops from 

staff and management. 
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4 Communicating progress and “wins”

One of the leading reasons why transformational change often fails is, according to John 

Kotter1, “not systematically planning for and creating short-term wins”. When translating 

the initiatives in the roadmap into more detailed projects, it will equally be important to 

target the delivery of outputs and specific “wins” at an early stage. Equally important will 

be the communication of these changes and “wins” across the public service, including to 

leadership, to continue to maintain motivation for the innovation culture change. 

5 Managing initiatives in an integrated manner

The roadmap set out here includes a series of initiatives designed to enable a culture of 

innovation. These initiatives are not isolated or standalone, but rather fit together to 

achieve the future state vision. An important factor in successful culture change is that 

initiatives are managed in a strategic manner, recognising the interdependencies 

between initiatives, and ensuring that each measure contributes to the same common 

future state vision. It is for this reason that we recommend that the roadmap be 

managed as a programme, with its implementation planned for and structured, and 

considered as part of an overall strategy. 

6 Resources to facilitate and coordinate

The public service is a diverse group of organisations, with significant “business-as-usual” 

priorities. Changing organisational culture and enabling a culture of innovation will not 

“just happen” and will require resourcing and supports, likely at a central level, in order 

to facilitate and coordinate the change. It is not necessarily recommended to develop 

new structures, teams or governance models to support this, as this may introduce 

further complexity or bureaucracy into the system. However, existing teams or structures 

may require resourcing or capacity support over time to continue to deliver against the 

recommendations. 

Sources: Harvard Business Review (2007) Leading Change: Why Transformation Efforts Fail https://hbr.org/2007/01/leading-change-why-
transformation-efforts-fail
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Chapter 9.

Appendices

This section contains additional documentation and information not 

included in the main body of text.



Enabling innovation in the public service© 2018 Deloitte Ireland LLP. All rights reserved 129

Consultation participants

Appendix 

Senior public service leader interviews

Name Organisation Position

Conn Murray Limerick City and County Council Chief Executive Officer

Owen Keegan Dublin City Council Chief Executive Officer

Paul O'Toole Higher Education Authority Chief Executive Officer 

Greg Dempsey Department of Health Deputy Secretary

Vivian Geiran The Probation Service Director

Ann Doherty Cork City Council Chief Executive Officer

Harold Hislop Department of Education and Skills Chief Inspector of Schools

Eilísh Hardiman Children’s Hospital Group Chief Executive Officer

Paul Lemass
Department of Housing, Planning & Local 
Government

Assistant Secretary General

Tomás Ó'Ruairc The Teaching Council Director

Suzi Jarvis Innovation Academy UCD Founding Director

Niall Cody Office of the Revenue Commissioners Chairman

John Twomey An Garda Síochána
Deputy Commissioner Policing & 
Security

John Connaghan Health Service Executive Director General

Innovation ecosystem stakeholders interview

Name Organisation Position

Julie Sinnamon Enterprise Ireland Chief Executive Officer

Civil service focus group

Organisation Number of representatives

The Probation Service 1

Office of the Revenue Commissioners 3

Department Public Expenditure and Reform 2

Welfare 2

Department of Children and Youth Affairs 1

Local government focus group

Organisation Number of representatives

Limerick City and County Council 1

Cork City Council 4

Dun Laoghaire Rathdown County Council 1

Dublin City Council 1
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Consultation participants

Appendix 

Public service middle management focus group 1

Organisation Number of representatives

Irish Defence Forces 1

Courts Service 1

Department of Employment Affairs and Social 
Protection 1

Department of Health 1

Solas 1

Children's Hospital Group 1

The Teaching Council 2

An Garda Síochána 2

Public service middle management focus group 2

Organisation Number of representatives

Department of Health 2

Solas 1

Department of Employment Affairs and Social 
Protection 1

Probation Service 2

Courts Service 1

Innovation ecosystem stakeholders focus groups

Organisation Number of representatives

Enterprise Ireland 2

Bank of Ireland 1

Dublin Chamber of Commerce 1

Talent Garden 1

Dublin City University Alpha Innovation Campus 1

University College Dublin 1

Building Mode 1

Dublin Business Innovation Centre 1

Energy Elephant 1

Digital Hub 1

Harbour Innovation Campus 1

IDA 1

Maynooth University 1

Trinity College Dublin 1

Microsoft 1

ESB Networks 1

Urban Mode Ltd 1

Carra Group 1

Dublin City Council (Smart Dublin) 1
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Consultation participants

Appendix 

The Deloitte team wish to thank all those who participated in the consultation for contributing to 

this project. Their openness, insights and experience contributed greatly to the outcomes of the 

project. 

Public service frontline staff focus group 1

Organisation Number of representatives

Health Service Executive 2

An Garda Síochána 2

Post primary school teacher 2

School principal 1

Irish Defence Forces 1

Public service frontline staff focus group 2

Organisation Number of representatives

Irish Defence Forces 1

Post primary school teacher 1

School principal

Dublin City Council 4

An Garda Síochána 2
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