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[bookmark: _Toc238908743]Introduction	

For public sector organisations looking to enhance services, adapt to changing demands, whilst maximising the value of public resources, innovation and creativity have become crucial. Innovation requires more than generating new concepts; businesses also need to manage risk, governance, and organisational constraints while establishing a framework for assessing, developing, implementing, and maintaining ideas (De Vries et al., 2016).

The Government Property Agency's (GPA) potential to innovate successfully, harness creativity, and cultivate a creative working culture is critically examined in this report. The GPA Interoperability Portfolio integrates technology, process improvement, cross-government coordination, and organisational change to enhance workplace access and service delivery; GPA provides a suitable framework for this. The analysis assesses how innovation can be advanced from ideas through evaluation and implementation while managing governance, risk, and organisational complexity, applying Cooper's Stage-Gate model and the Innovation Pipeline.

The report also assesses GPA's capacity to apply de Bono's Six Thinking Hats, divergent and convergent thinking, and Amabile's Componential Theory of Creativity. Leadership, psychological safety, organisational culture, collaboration, autonomy, and proportionate governance are given consideration. The report evaluates whether GPA provides the organisational framework and competencies required to transform innovation and creativity into long-term value.










1. [bookmark: _Toc238908744]Using two recognised models of innovation, critically examine the ability of the organisation to innovate effectively. 
Innovation is becoming increasingly vital for public-sector organisations that aim to improve services, respond to changing demands, and generate more value from public resources (De Vries et al., 2016). However, effective innovation entails more than just generating innovative ideas; businesses must be able to create, test, deploy, and embed innovations while managing risk and organisational constraints. This is especially important for the Government Property Agency (GPA), where the Interoperability Program is utilising technology, process redesign, and cross-government collaboration to create innovative ways to improve workplace access and service delivery. This section critically explores GPA's ability to innovate using Cooper's Stage-Gate model and the Innovation Pipeline. Culture, creativity, leadership, cooperation, governance, risk, and organisational readiness are considered organisational elements that either support or hinder innovation.

[bookmark: _Toc238908745]Stage-Gate Model
Robert G. Cooper established the Stage-Gate model, which provides a structured approach for managing innovation from inception to implementation. Cooper's concept separates innovation into stages, each divided by "gates" for decision-making. At each gate, decision-makers evaluate the available evidence and decide whether an initiative should proceed, stop, be held, or be re-examined. The typical process consists of discovery, scoping, business case development, testing, and validation, followed by launch (Cooper, 2008).
One of the model's key strengths is its recognition of uncertainty and risk as fundamental to innovation. Cooper claims that each stage should gather knowledge to reduce technical and business uncertainty before making the next investment decision (Cooper, 2008). This is important in the public sector, where innovation must demonstrate benefit while simultaneously addressing security, governance, accountability, and responsible public resource management (De Vries et al., 2016).
When applied to GPA, Stage-Gate provides a helpful perspective on how innovations like GovPass can move from an identified requirement to an operational solution. The underlying issue was the inconsistent process for accessing government buildings across departments. GovPass is a single authorised access card used at all participating government buildings, promoting interoperability and collaboration. According to GPA, GovPass can be integrated into both legacy and replacement access-control systems, highlighting a crucial feature of innovation: the ability to deliver a new solution while operating within an existing, complex environment.
GovPass progress can be viewed from a Stage-Gate vantage point. An opportunity was recognised, technical and security requirements were investigated, the approach was evaluated, and its deployment was gradually increased. GPA reporting indicates that over 166,000 public servants have been granted GovPasses across more than seventy buildings (GPA, 2026b).
However, the model does have constraints. A potential issue is that formal stages and gates might become bureaucratic, stifling innovation. Cooper acknowledges concerns about administrative overload and contends that Stage-Gate should not be viewed as a rigid or strictly linear procedure. Later versions of the model include increased flexibility, iterative development, and scalable methodologies (Cooper, 1994; Cooper, 2008).
Interoperability encompasses numerous government departments, technology, security needs, and stakeholder groups. A rigorous Stage-Gate strategy can prevent experimentation or lead to insignificant breakthroughs that are disproportionately governed. Therefore, the effectiveness of Stage-Gate within GPA depends on whether governance is appropriate in relation to risk (Cooper & Sommer, 2016).
Overall, Stage-Gate provides GPA with an effective tool for balancing innovation and accountability. Its primary strength is its ability to ensure that creative ideas are validated against evidence, risk, and strategic value before major resources are allocated. Its efficacy, however, depends on decision-makers' ability to identify when uncertainty calls for additional testing rather than abruptly rejecting an idea.

[bookmark: _Toc238908746]Innovation Pipeline
An Innovation Pipeline is a process that moves tested ideas from initial concepts through evidence creation and development to implementation and integration into established operational procedures. (De Broe et al., 2021; Gjaltema, 2022). Unlike Stage-Gate, which focuses on formal decision points to evaluate if an idea should proceed, the Innovation Pipeline offers a more comprehensive approach by examining the flow of ideas through development, testing, implementation, and benefits realisation.
The Innovation Pipeline can be depicted as follows:
Generating opportunities and ideas → assessing and prioritising → developing → testing → implementing → scaling → benefits realisation → embedding (De Broe et al., 2021; Gjaltema, 2022).
The advantage is that it emphasises a continuous flow of innovation.
This is essential for GPA. Its current Property Technology Services demonstrate that innovation is not limited to a specific product. GPA defines interoperable technology as a strategic capability that promotes cooperation, productivity, and flexible working across locations (GPA, 2026d; De Vries et al., 2016). Its products include GovPass, GovPrint, shared networks, interoperable audio-visual technology, and digital workplace services. GPA's own reporting acknowledges that its products are at various levels of maturity, with implementation followed by continuous improvement and benefit review (GPA, 2024). 
The Innovation Pipeline also serves as an effective framework for evaluating creativity and organisational culture. Ideas must enter the pipeline before they can be evaluated and developed. As a result, an organisation's potential to innovate is determined by whether employees and stakeholders are encouraged to discover problems, question established methods and propose alternative solutions (Amabile et al., 1996; McLean, 2005).
A culture that supports innovation must allow for some experimentation and a willingness to fail. When employees believe that failing ideas will be ridiculed, rejected, or exposed to closer scrutiny, they are less likely to propose or evaluate unconventional ideas. This generates a conflict between organisational governance and creativity, especially in highly regulated or risk-sensitive situations. While governance is essential for assessing feasibility, risk, and alignment with organisational goals, excessive control can unintentionally impair psychological safety and limit creative conduct. As a result, organisations must strike a balance between adequate governance and giving individuals the freedom to experiment, learn, and refine ideas. This emphasises the importance of linking the creative environment to a successful innovation pipeline, ensuring that ideas are not only generated but also constructively reviewed and developed.
GPA's cross-government operational setting can be advantageous in this situation. Interoperability requires cross-departmental collaboration and knowledge sharing, expertise, and standards (De Vries et al., 2016; Mu & Wang, 2022). GPA defines its work as facilitating cross-governmental collaboration while increasing inclusion, productivity, and well-being. This collaborative environment allows ideas and lessons to circulate across businesses rather than being contained within individual areas.
However, a pipeline could become congested. Excessive ideas, insufficient resources, competing objectives, or risk aversion can impede potential innovations from advancing (Cinar et al., 2019; Cinar et al., 2021). The existence of innovative ideas does not always imply inventive capability. The key issue is whether the organisation can consistently translate ideas into demonstrable organisational value.
This poses a significant issue for GPA. Technology integration, security assurance, procurement, stakeholder agreement, behavioural change, and operational implementation can be necessary for innovation involving government property. As a result, the pipeline could be longer and more complicated than it first seems (Cinar et al., 2019). Even though a concept is technically feasible, it may not advance because departments are not prepared to implement it, because legacy technology poses obstacles, or because the advantages are not strong enough.
A crucial distinction between innovation potential and innovation efficacy is highlighted by the Innovation Pipeline. Although GPA has immense potential for innovation, its efficacy depends on how well it integrates innovative ideas into routine operations and drives them through the full pipeline. Therefore, the organisation's ability to choose, resource, and incorporate valuable ideas is more important than simply generating many ideas.




[bookmark: _Toc238908747]Critical Examination of Government Property Agency's Ability towards Effective Innovation
Utilising both models reveals several organisational elements that facilitate the Government Property Agency’s (GPA's) successful innovation.
[bookmark: _Toc238908748]Strategic alignment:
GPA's strategic goal is to transform public services through smarter working, interoperability, productivity, and improved workplace experiences (GPA, 2026e). This connection of innovation and organisational strategy serves as a solid foundation for GPA's ability to innovate effectively. According to research, organisational and contextual elements, such as strategic and organisational conditions, impact public-sector innovation (De Vries et al., 2016). 
[bookmark: _Toc238908749]Technology:
Technology offers a substantial platform for innovation. However, organisational readiness, user adoption, governance, and the ability to integrate technology into existing systems and procedures determine its value; technology alone does not generate innovative capabilities.
GovPass serves as an example of how technology can both support strategic goals and solve real-world organisational issues (GPA, 2026d). By offering a uniform access solution across participating locations, it transforms the experience of accessing government offices rather than only digitising an existing process. This encourages greater cooperation and facilitates cross-departmental work among civil servants. 
[bookmark: _Toc238908750]Cross-government collaboration:
 One team operating alone cannot successfully accomplish innovation within GPA. Common standards, departmental consensus, and coordination between technology, security, property, and operational responsibilities are all necessary for interoperability. Although this creates complexity, it also offers opportunities for sharing information and collaborative problem-solving.
An example of how this capacity can be expanded beyond technology into service and organisational innovation is the Permanent Secretary Pathfinder. Through GovPass and digital technologies, the Pathfinder allows Permanent Secretaries and their Private Offices immediate, authorised access to government buildings. It demonstrates how a new service offering for a particular user group can be created by rebuilding current capabilities. The innovation lies not only in the technology but also in the remodelled process and customer experience.
[bookmark: _Toc238908751]Testing and experimentation:
This aligns both models well. While the Innovation Pipeline acknowledges experimenting as a means of producing evidence and learning, Stage-Gate emphasises more focus on testing and validation prior to broader implementation. The importance of evaluating solutions in operational situations before scaling them (Cooper, 2008; De Broe et al., 2021) is demonstrated by GPA's history of piloting and gradually developing interoperable technology.
[bookmark: _Toc238908752]Major constraints
[bookmark: _Toc238908753]Governance and risk: 
GPA's approach to GovPass demonstrates a balance, with the program including security standards, authentication, risk management, delivery controls, and training while introducing an access solution (GPA, 2026b; Cinar et al., 2019). For instance, GovPass controls physical entry to government buildings; therefore, security is crucial. As part of the GovPass strategy, GPA emphasises the application of uniform security standards, authentication, and risk management. As a result, several procedures that might seem laborious are essential protections. 
Finding the right balance is the challenge. A culture of risk aversion created by excessive governance may make employees unwilling to suggest or test novel ideas (Amabile et al., 1996; McLean, 2005). This indicates a conflict between the control advantages of Stage-Gate and the creativity needed at the start of an Innovation Pipeline.
[bookmark: _Toc238908754] Stakeholder Complexity:
GPA provides services to government departments, each with specific demands, processes, goals, and cultures. Therefore, consensus beyond GPA is vital for innovation. Decision-making can decline as a result, and dependencies outside the organisation's direct control may arise (Cinar et al., 2019; Mu & Wang, 2022). The likelihood of differing opinions of value and risk increases with the number of stakeholders engaged.
[bookmark: _Toc238908755]Legacy technology and organisational readiness:
Although GPA's ability to connect GovPass with current access-control systems indicates that interoperability is technically achievable, it also highlights the difficulty of changing an established estate (Cinar et al., 2019). Rather than introducing innovation solely, it must complement existing infrastructure.
[bookmark: _Toc238908756]People and culture:
Leadership is crucial to maintaining an environment conducive to innovation. Leaders within GPA must provide adequate direction to maintain strategic alignment while allowing teams to challenge established approaches and find solutions. This is important in a cross-government environment, where competing departmental goals can make collaborative innovation more challenging. Effective leadership can help integrate individual creativity with organisational goals, ensuring that creative ideas are implemented rather than remain isolated within teams (Amabile et al., 2004).
[bookmark: _Toc238908757]Benefits realisation and sustainable embedding:
The delivery of a new product or service should not be the only measure for evaluating innovation (De Broe et al., 2021). Producing long-lasting benefits is the key question. GPA lists several advantages of GovPass, including enhanced cooperation, uniform access, improved estate administration, and better data to assist with estate decisions. Ensuring these advantages are monitored, sustained, and created as adoption develops is a challenge.
[bookmark: _Toc238908758]Summary
According to the analysis, GPA demonstrates a strong capacity for innovation, particularly through its Interoperability Program. While the Innovation Pipeline underscores the importance of generating, testing, and advancing ideas toward implementation and long-term benefits, the Stage-Gate approach emphasises the value of organised decision-making, evidence-based progression, and appropriate risk management.
For example, GovPass shows how technological and service innovation can solve an organisational issue. However, the speed and efficacy of innovation could be limited by governance, stakeholder complexity, legacy systems, organisational readiness, and cultural considerations.
GPA's capacity to innovate successfully relies on maintaining a suitable balance between control and creativity, innovation and sustainable implementation, and governance and agility.



















2. [bookmark: _Toc238908759]Evaluate the Government Property Agency’s ability to harness creativity and foster a creative culture in the workplace
Creativity is a valuable organisational asset, as it encourages individuals and teams to generate innovative, useful ideas. Creativity and innovation are closely related, but they are distinct concepts. Creativity is the invention of fresh and beneficial ideas, whereas innovation is the development and application of these concepts (Anderson et al., 2014). The Government Property Agency (GPA) values creativity because it operates in a complex public-sector environment where traditional approaches may not always deliver the most effective solutions to evolving government requirements. GPA recognises innovation and growth as critical components of its organisational strategy and encourages curiosity, self-improvement, and lifelong learning (Government Property Agency [GPA], 2026a). However, an organisation's declared commitment to innovation does not guarantee that creativity is constantly applied in practice.

This section assesses GPA's ability to harness creativity using three approaches: Amabile's (1983) Componential Theory of Creativity, divergent and convergent thinking, and de Bono's (1985) Six Thinking Hats. These approaches consider the conditions that foster creativity, the processes by which ideas are developed and assessed, and the ways in which organisations can encourage diverse perspectives and constructive challenge.

[bookmark: _Toc238908760]Theoretical foundations of creativity
The Componential Theory of Creativity is a solid platform for assessing how GPA influences individuals' creativity (Amabile, 1983). The model identifies three key components: domain-relevant skills, creativity-relevant processes, and task motivation. Domain-relevant skills provide the knowledge and experience needed to solve an issue; creativity-relevant processes enable people to approach problems in a variety of ways and generate new possibilities; and task motivation determines how much people engage in creative activities. Amabile et al. (1996) later established that the organisational environment can either stimulate or restrain these components via factors such as organisational encouragement, supervisory support, autonomy, resources, and hard work.
This is pertinent to GPA because it involves not only innovative thinking but also determining whether the organisational climate allows employees to use that expertise creatively. GPA's staff combines competence in property, commercial, digital, technology, corporate transformation, and government operations. This establishes a solid knowledge platform from which innovative ideas can arise. GPA's Interoperability Portfolio demonstrates the value of diversity by bringing together diverse professional perspectives to address complex cross-government requirements.

However, expertise does not ensure inventiveness. Employees also require opportunities to question existing practices, experiment with alternatives, and generate ideas. GPA's emphasis on empowerment, curiosity, and lifelong learning aligns with Amabile's (1983) approach. Learning can improve employees' domain-specific skills, whereas empowerment can provide more freedom to explore and build solutions. Ryan and Deci (2000) contend that autonomy and competence can boost intrinsic motivation, while Tierney and Farmer (2002) discovered that creative self-efficacy corresponds with creative performance. GPA cannot encourage people to be creative; it must establish conditions in which individuals are motivated, confident, and given the opportunity to contribute creatively.

Leadership is crucial in creating these situations. Oldham and Cummings (1996) discovered that employees were more creative when given demanding tasks under supportive rather than controlling management. Amabile et al. (2004) discovered that leader support is a key feature of a creative work environment. GPA's dedication to empowerment must consequently be mirrored in its everyday leadership actions. Leaders must provide autonomy and encouragement while ensuring people have sufficient time and resources to pursue innovative ideas. If empowerment exists solely as an organisational statement but people are still confined in practice, GPA's potential to harness creativity will be restricted.

[bookmark: _Toc238908761]Divergent and convergent thinking
While Amabile's model illustrates the conditions that foster creativity, divergent and convergent thinking are essential for understanding how creative ideas emerge and develop. Divergent thinking involves looking at a problem from various angles and generating numerous potential solutions, whereas convergent thinking entails analysing, refining, and selecting the most effective possibilities. 
This distinction is especially related to GPA's Interoperability Portfolio, where complicated cross-government issues may not have an obvious answer. A divergent approach might inspire individuals with diverse professional backgrounds to question assumptions and generate a variety of replies. GPA's blend of property, technological, operational, and business change skills allow multiple viewpoints to be brought together. A broader organisational perspective recognises that organisational innovation emerges from the interaction of individual, group, and organisational elements (Woodman et al., 1993).
Divergent thinking could produce several ideas while adding little value to the organisation. Convergent thinking is then required to evaluate ideas against practical criteria such as feasibility, cost, risk, user needs, and strategic alignment. This is related to Part 1 of this report, where the Stage-Gate model and Innovation Pipeline emphasised the significance of screening, analysing, and prioritising ideas. Creativity should not be defined solely as the generation of ideas. The value of GPA is determined by whether creative ideas can be analysed and developed into practical technologies.
There is a conflict between the two approaches to thinking. Early evaluation can limit creativity by rejecting ideas before they have been thoroughly investigated, and lengthy divergence can prevent conclusions from being reached. Therefore, GPA must consider both activities while acknowledging that extended divergence may delay useful decision-making, and that applying convergence too soon may stifle potentially useful ideas.
Employees should be encouraged to question assumptions and explore alternatives during the initial stages of research, without being overly critical. Once enough alternatives are generated, a suitable evaluation can be conducted. This balance is critical in the public sector, where creative ideas must coexist with responsibility and the appropriate use of public resources.

[bookmark: _Toc238908762]Six Thinking Hats and structured creative thinking
The Six Thinking Hats provide a practical method for structuring creative thinking and encourage people to examine a problem from multiple perspectives (de Bono, 1985). The technique divides thinking into six categories: factual knowledge, emotions, critical judgement, positive outcomes, creativity, and process. 
This method could be especially effective in GPA's collaborative and cross-government environment. Interoperability issues involve conflicting demands and differing opinions across professional and organisational boundaries. Six Thinking Hats helps teams move beyond established assumptions and consider creative alternatives, potential risks, stakeholder perspectives, and practical concerns. This could help GPA's collaboration strategy by providing a formal framework that enables professionals with varied backgrounds to participate in problem-solving.
However, the approach is not without problems. If Six Thinking Hats are employed too strictly, they become a procedural exercise rather than genuinely creative thinking. Creativity cannot be guaranteed simply by adopting a planned approach, especially when employees do not feel psychologically safe challenging established beliefs. Edmondson (1999) discovered that psychological safety promotes learning through enabling individuals to take interpersonal risks. This is significant since creative thought involves uncertainty and the potential that ideas may not succeed. Employees must therefore feel empowered to express creative concepts without fear of criticism or negative implications.

Six Thinking Hats can aid creativity but cannot replace a creative culture. Performance at GPA would be determined by how leaders use the strategy and whether employees are encouraged to contribute honestly and constructively. Leadership support is a key component of a creative workplace (Amabile et al., 2004).

[bookmark: _Toc238908763]Fostering a creative culture
The three approaches indicate that creativity requires more than just individual talent or the application of creative-thinking skills. GPA must also foster an environment in which people feel capable and ready to apply creative techniques. Schein's approach offers a useful viewpoint by distinguishing between artefacts, espoused values, and underlying assumptions (Schein, 2010). 

[bookmark: _Toc238908764]Organisational culture and values
GPA creates a constructive foundation to foster a creative culture. "Striving for excellence," "empowering through respect," "acting with integrity," and "succeeding together" are GPA's core values (GPA, 2026a). GPA encourages continuous learning, curiosity, and self-improvement. These concepts reinforce the claim made by Martins and Terblanche (2003) that organisational values, structures, support systems, and behaviours influence innovation and creativity. 

GPA's collaboration strategy is also important. Collaboration across organisational and professional boundaries introduces individuals to diverse perspectives while encouraging knowledge sharing (GPA, 2026c). Psychological safety and encouragement for innovation are key elements of an innovative team environment, according to Anderson and West (1998). GPA's collaborative environment provides conditions for creative work. Collaboration, however, does not always result in creativity. If respectful debate is discouraged or consensus is valued more than constructive disagreement, groups may maintain established beliefs. Leadership must foster an atmosphere in which opposing viewpoints are considered.

[bookmark: _Toc238908765]Leadership and psychological safety
It is crucial for the GPA to distinguish between defined values and underlying presumptions. Although GPA claims to value innovation and empowerment, employees could consider questioning conventional wisdom as harmful. Whether or not creative methods are embedded depends on how much GPA's values are reflected in regular leadership and decision-making.

Employees are more likely to experiment, challenge procedures, and suggest new approaches when they feel that doing so won't have negative effects; psychological safety is essential to this process (Edmondson, 1999). 
As a result, leadership plays a crucial role in adopting GPA's principles into the working environment. Employees are more inclined to offer suggestions when managers welcome challenges, promote experimentation, and view failed attempts as learning curves. Despite the organisation's dedication to empowerment, individuals may become risk-averse if failure is associated with blame or if decision-making remains hierarchical. Amabile et al. (2004) and Oldham and Cummings (1996) both highlight the significance of supportive leadership in fostering an environment that encourages employee creativity.

[bookmark: _Toc238908766]Creativity, governance, and risk
In GPA's setting, the connection between creativity and governance is especially important; while public-sector companies must uphold proper governance, assurance, and responsibility, creativity necessitates experimentation and a tolerance for uncertainty. These regulations are essential for the proper management of public resources, as overly stringent regulations may deter staff members from thinking of innovative ideas. Contextual variables can either promote or hinder creativity (Shalley et al., 2004).

GPA's objective is to make governance appropriate with the degree of risk and uncertainty involved rather than to eliminate it. Individuals must understand which risks can be investigated safely, and which require official assurance. In this situation, proportionate governance may foster creativity by offering enough assurance to explore ideas while maintaining responsibility. Therefore, the question is whether governance provides sufficient flexibility for responsible experimentation, rather than whether it should exist at all.

[bookmark: _Toc238908767]Summary
GPA demonstrates a strong, though conditional, ability to harness creativity and cultivate a creative culture. According to Amabile's (1983) Componential Theory, GPA has significant foundations, as it emphasises empowerment, learning opportunities, and specialised knowledge. While Six Thinking Hats is a useful method for promoting diverse viewpoints and constructive challenge, divergent and convergent thinking emphasise the importance of giving employees space to generate alternative ideas before applying sound judgement.

However, these strategies are not viable unless the larger organisational environment supports them. If individuals are to contribute creatively, they need supportive leadership, psychological safety, autonomy, and an organisational culture that allows challenge. As GPA operates in the public sector, experimentation must also adhere to adequate accountability and governance. The challenge is not to eliminate governance, but to ensure that it is appropriate to the risks involved and does not hinder exploration.

GPA is well positioned to leverage creativity, but its effectiveness depends on how well people, leadership, culture, and creative-thinking processes align. When teams can evaluate and assess options, employees have the knowledge, drive, and self-assurance to generate ideas, and governance provides the structure to transform viable suggestions into responsible innovation, thereby producing the most value for the organisation.

[bookmark: _Toc238908768]Conclusion
The ability of GPA to oversee innovation and foster an environment where creativity adds value to an organisation has been assessed in this report. The Stage-Gate model and Innovation Pipeline offer helpful frameworks for generating, evaluating, developing, and implementing ideas, as Part 1 demonstrated. However, the degree of structure and governance must be adjusted to the risk, uncertainty, and complexity of individual innovations to be effective in GPA's public-sector environment.

Effective innovation also depends on the people and culture that surround these processes, as Part 2 revealed. Divergent and convergent thinking, Amabile's (1983) Componential Theory, and the Six Thinking Hats emphasise the significance of knowledge, drive, innovative thinking, various viewpoints, and suitable assessment. Additionally, the study showed that organisational culture, psychological safety, and leadership all affect employees' willingness to question conventional wisdom and offer original ideas.
GPA has a solid basis for innovation, bolstered by specialised knowledge, teamwork, empowerment, and institutional methods of managing innovation. However, maintaining the right balance between organisational control and creative freedom is necessary for these capabilities to fully realise their potential. 
The main discovery is that GPA's innovation is not reliant on any one framework or method of creative thinking. It is an organisational skill that requires effective interactions among people, culture, leadership, and procedures. While proportionate governance provides the framework to assess risk and translate promising ideas into responsible, sustainable innovation, GPA is best positioned to innovate when individuals are empowered and psychologically safe to produce and criticise ideas.
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