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How far can we stretch our businesses and how willing are we to 
make the bets that may secure a longer term future?

At what point are we endangering the wellbeing and security of our 
people and stakeholders?

At what point are we endangering the wellbeing and security of 
ourselves?

Understanding our resilience as an organisation has become a crucial 
capability, but all too often we’re relying on gut instinct.  How we equip 
our organisations to be more resilient will be the topic of discussion 
when we meet for the LiquidLab on Wednesday 13th July.

The pressure is on to avert the next business crisis and deliver 
hyper-growth but . . .

Where a small group of select leaders from scale-up and corporate 
organisations meet to discuss the big issues and learn from each 

other.

Dr Bernd Vogel, Professor in Leadership, Founding Director Henley Centre for 
Leadership, Henley Business School. As an educator, author and speaker he has worked 
for more than 20 years with global companies, business schools and universities. His 
expertise includes the future of leadership and work, strategic leadership to mobilise 
and maintain healthy energy and performance, organizational leadership capability, 
management teams, leadership development, and leading transformations, culture, and 
change.

T-minus is a leadership development consultancy and authors of the Disruptive 
Leadership Report - the new playbook for leaders of the 4th industrial revolution.  
T-minus helps start-ups scale up and corporates start-up at scale, bringing the 
mindsets and mechanics from both these worlds as a catalyst for growth.

Typically this means innovating and executing the core at the same time 
and we’re seeing massive stress being placed on organisations and people 
as a result:

Date of event: Wednesday 13th July, 2022

Hosted by Dr Bernd Vogel and T-minus
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Session reminder:

https://wearetminus.com/disruptive-leadership-report/
https://wearetminus.com/disruptive-leadership-report/
https://www.linkedin.com/in/bernd-vogel-9b26971b
https://wearetminus.com/


A huge thanks to Dr Bernd Vogel and 8 business 

leaders who joined us from the likes of Mercedes AMG 

F1, Compass Group, BCB Group, Riverford Organic, 

Healx, Dunnhumby and Mimecast. The split of 

organisation backgrounds (startup and corporate) 

enabled valuable insights and sharing of experiences 

that both groups could take insights away from.  

Mindset is key to driving a culture of resilience and 
performance

Role modeling from the top is crucial 

One battery at the top is not good enough, we need 
batteries throughout the organisation

Innovation needs to be separated out from business 
as usual for it to happen at pace but this comes with 
its own set of challenges: how to maintain a mindset of 
growth and innovation in everyone and the risk of 
organ rejection as the new comes in to the 
‘mothership’

VCs drive the innovation that drives growth, there is 
a lot that can be learnt from them, positively and 
negatively!

There is a tension between long and short term 
organisational resilience caused by ‘here and now’ 
performance imperatives

About T-minus
T-minus specialise in leadership development in the context of 
disruption, high growth and innovation. We work with startups, 
scaleups, leading technology companies and large corporates 
looking to develop new leadership capabilities which deliver 
business outcomes in the face of disruption. 

The Session Key themes that emerged:



Our discussions – what came out?



Section #1   How resilient are our organisations right now?

Teams form and disband to meet 
challenges as they emerge (palm 

tree vs oak tree)

Rapid growth and low attrition 
are good indicators

Covid has enabled better agility 
and flexibility

Employees are well trained and in 
control of their own resilience

We continue to deliver results 
despite regular shocks to the 

system

We’re now collectively willing 
to tear up plans when 
circumstances change

Resilience is wired into the system 
enabling us to pivot day to day eg 

smart contracts with costs 
embedded, adaptive teams 

Lack of demarcation day to day

Investing in people’s education 
around resilience has paid off, it 
means they’re able to look after 

themselves

We talk about performance over 
50 years, not just this year 

We appreciate the tailwinds and 
accept on coming headwind.  

We have reserves and are 
planning accordingly.  

Still seem to be surviving not thriving in uncertain 
times. It takes herculean efforts that exhaust the 

team. Evidence would suggest we are resilient, but 
it doesn't feel stable

Long term we’re not resilient. We can’t keep up with new 
business models, new consumer models, new 

propositions, tech, new entrants

Incubating the long term initiatives whilst dealing with 
consistent disruption is the challenge.  The minute day to 

day operations become a priority, 1/2/3 year initiatives 
lose focus 

The need to continually reinvent, to thrive in the long term 
is becoming a harder challenge as the short term always 

takes precedence

Where are we not 
seeing our 
organisations being 
resilient?

Where are we seeing 
our organisations 
showing  resilience?



Section #2   The areas explored in detail

A huge emphasis on resilience 
and well-being for the long term 

has been led from the top 

Improved well-being and 
resilience = sharper minds and 

better performance

The openness of leadership has 
led to the openness of 

employees which has become a 
business strength 

A performance mindset from 
elite sport has enabled people to 

perform under pressure

Common language around 
performance drives the mindsets 

that enable employees to coach one 
another 

Leaders believe in it and the link 
to performance There is a danger for VC 

backed businesses trying to 
appear superficially more 

valuable - topline growth at 
what cost?

You cant churn through people 
now - their isn't the resource to 

fill the gaps in the current 
climate

Managers have been the key piece 
of the puzzle: enabling them to 

better support their people 

Innovation must be 
incubated separately 

from the core business, 
otherwise it gets slowed 
down / dropped with the 

day to day execution 

You can’t use the same 
pot of money to manage 

12 month goals and 5 year 
goals. They must be 

separate as the short 
term will always win out

The smartest decision in 
terms of growth is to wait. 

Use the upcoming period to 
get lean and strong

We’re treating the next 2-3 
years as an organisational 
bootcamp - stripping fat, 

building muscle

When the wind 
changes, we’re ready 

to go and win the 
market

Building for the future requires 
focus: put out fires yes, but 

ignore small short term growth 
opportunities 

Be brave enough to tear up the 
plan and re-write it.  Requires a 
period of ‘mourning’ for the old 

plan 

Avoid growth ‘at all costs’ - 
care deeply about what 

happens in the long term. If 
you don’t, the cost from a 

people perspective will be high

Use this period to spring 
clean - decelerate on the 

things you don't need to do

How have we 
enabled personal 

resilience and 
well-being?

The next phase of 
growth - what do we 
need to be thinking 

about now, for future 
organizational 

resilience?

How do we stay 
agile in this phase 

of growth?

Theme: Lead from 
the top 

Theme: enable self 
sustaining 
performance

Theme: Gear up for 
growth

Theme: Watch for 
‘resilience debt’ 

Theme: Incubate 
innovation



Thoughts from Russ

Mindset matters, whether we’re concerned about the resilience of people or 
performance and the way to cultivate this is through leadership.  Leadership 
is a team sport, so it can’t just be the job of the CEO or a few at the top of 
the organisation, there must be alignment in the language that is used and 
the way in which all senior leaders walk the talk.

From this conversation at least, creating organisational resilience would 
appear to be about ensuring that as the winds of change inevitably blow in 
different directions that what are assets now, don’t become burdens later.  In 
order to do this, we must look at the wiring of our organisations as a holistic 
system:   from the way in which we structure costs into contracts so that 
cost doesn’t become a burden that can’t be shifted to the way in which we 
educate employees about personal resilience so that issues of health don’t 
become a burden either.  We need to be looking to create self-sustaining 
organisations that are able to shed weight easily when needed.

Taking care of the wiring whilst being brave and ambitious about future goals 
with an organisational mindset that says “we know the goals are outrageous, 
but together we’ll find a way” could be a starting point to answering the 
question: ‘How can we avert the next crisis and deliver hyper-growth?’ 

Thoughts from Bernd 

It is always striking to see the drive and strengths emerging when you bring 
together a wealth of experience, expertise and the willingness to share. Such 
activities are my first considerations to make organisations match fit for crisis 
or future development.

A few highlights from our conversation: In crises, organizations thrive or survive 
given that they are up against a clear and shared enemy. Long-term resilience 
is thriving without brutal shocks. Resilience needs then building from within.

One idea struck a chord: Firms accumulated resilience debt towards their 
employees and managers during recent tough or opportunity times. That might 
be why employees feel strained - for too long. Have we started to pay the 
resilience debt back or forward?

Not all investors like this: What is the 50 year outlook? A key aspect for a firm’s 
long-term resilience. No doubt scale up firms to mature corporates have 
short-term pressures. The long-term horizon focuses on foundations for a 
dynamic and proactive organisation.

Those foundations mean to look at the set of crucial capabilities a business 
develops and nurtures. Here we expand our thinking from tech and finance 
foundations to capabilities for healthy human-centred and healthy performing 
organisations.



We are T-minus, we unleash the possible
We codify leadership capability from some of the world’s most exciting startups and pioneering global 
businesses as a catalyst for growth

Help start-ups
scale up

Help corporates
start-up at scale



Coaching  I  Leadership Development  I  Innovation

If you would like to explore any of the questions 

from the event or want to push the boundaries of 

innovation, leadership, learning, people and 

culture in your organisation, drop us a line at 

info@wearetminus.com and let's talk.    

Learn more and get in touch
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LiquidLab


