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A broad range of multidisciplinary technologies
are available at the DHMRI

... all under one roof!

NCRC & the DHMRI

Be the leading center in the world at the
intersection of nutrition, agriculture and
human health using cutting edge science
and technology platforms

Provide new insights and novel
interpretation through impactful science

Develop unique partnerships via close
collaborations to ensure the NCRC
remains a world class scientific communit
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CollaborationOur Big Change & Culture Issue

For the DHMRI, collaboration is key

I For us, it means helping universities and partners unaccustomed to workir
together

A Q: How do you get the world's preeminent scientists to work together,
even when their natural proclivity is to keep their research to
themselves?

A A: Enablethe best laboratories and equipment under the same roof!

Collaboration must bd’racticaland:

I help the organization leaders make the right decisions at the right time
I must be responsive to the needs of the organization
I must be inclusive and kinetic (not static)



How do leaders, plan, communicate and build consensus for change?

Change Management usif@yganization Architecture

A To create lasting Change . . . designetheximize
communication provide areffectivegovernance structure
and provide @Of SIF NJ t Ayl 06SG6SSyY
i KS & 0 daa éroaudizatiord mugain a better
understanding of itgreatest resourceats people

A Organization Architecturé & &8 S& a Sa | ytolaadd foychande G| A
ability to absorb new information andhistoryin an effort to determine the
overall readiness for Change. It addressessthacture of an organization
Its governance culture, politics, andespoused vs. in plagarocesses.




How do leaders, plan, communicate and build consensus for change?

Communicationa & Frftf adFNIia gA0K GKS avySaal

A TheKineticLeadef'understands thealifference between
sustaining an organization and growing ignd is the
Impetus that keeps an organization vital and moving. The

Kinetic Leader understands tligference between
"managing" and "leadind' and leverages the talent of the
participants of the organization to drive the success of the
business . . depending on the situation a@and.

A Learningo be a Kinetic Leader requirappropriate communicationcollaboration,
andopen discussion between the participant$ an organization . . . keeping things
kinetic means that even though wrong decisions will be made at times, the
organization maintains will to keep going the strength to find another way, and
the dedication not to give up.



The Role of Leaders in Change

Comparing Management & Leadership

Managers Leaders

Create Order Produce Change

leaders really do. Harvard Business
Review, 79(11), 85-61.

Portions Kotter, J.P. (2001). What


http://library.capella.edu:2048/login?url=http://search.epnet.com/direct.asp?an=5634852&db=buh

How do leaders, plan, communicate and build consensus for change?

TheKineticLeader"is different . . .
. .. and helps organizations make the right decisions at the right time. But how is a
Kinetic Leader different?

"THE NOBLESSE OBLIGE"

A Theobligation of those of high rank to be honorable and generous.

A Duty, Obligation, Responsibilitythe social force that binds you to the courses of
action demanded by that forcéwe must instill a sense of duty in our children”;
"every right implies a responsibility; every opportunity, an obligation; every
Ll2aasSaarzys | Rdziéa

- John D. Rockefeller Jr.



How do leaders, plan, communicate and build consensus for change?

TheKineticLeader"is different . . .
. .. and helps organizations make the right decisions at the right time. But how is a

Kinetic Leader different?

w Leaders often approach their responsibilities without fully understanding the
obligation accompanying theposition
w An entire generation has grown up approaching leadership as a
"reward" for their hard work; "personal recompense" for working long
hours, scratching and clawing their way to t@
w But whatever happened to the sense of duty, the honor, or the innate sense
to doing what is right?
w Does our system really value the "me first" leader? Or is their still room
for those individuals who know, understand, and respectribblesse
oblige of leadership?



How do leaders, plan, communicate and build consensus for change?

Communicationa & rt€t adlFNIia gAiAlK

A!'YRSNABUOFYRAY3I at26SNE YR at2aArida
the HagbergScale is a good start

w Six Stages of Leadership

w Helpful inthe classificatiorof those in
leadership positions

A.SAYI SIVRSINZKAGLE2Y R
someone a leader

Hagberg Scale

Perspectivehat do those in a position
2T £ SIRSNAKALI aasSsS¢é

2 Seduction or Deal-Making

. _ © Domination or £
ExampleWhat does the business think of IT? UnEN TN E R

Stages of
Personal
Power related
to Leadership

Portions Hagberg, J. (1994).



How do leaders, plan, communicate and build consensus for change?

What does the business think of IT?

Leader #1 (informed & rational)
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Leader #2 (uninformed & fearful)
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concerned with anything other
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Leader #3 (uninformed, irrational & reactive)
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The Role of Leaders in Change

¢ K Pelamation Denouemeit

Leaders are typically coached to delegate more to make sure

they:
w Allocate the work load/create a collaborative environment 755
w Have time to focus on strategic matters rr

-

P
But there is a declining effect . . . anravelingactually, when i J
tasks continue to be delegated too deeply within an |-

organization's hierarchy. Why good leaders
struggle with
If aleaderdelegates to ananager. . . change . . .
w and themanagerthen delegates the task down toteam
member. . .
w and theteam memberdelegates to aontractor. . .

It doesn't take long to realize the task may never get the attention it deseivss.
important for executive management teams to realize the powerand the liability. . . of

delegation to too many levels.



How do leaders empower teams to manage change effectively?

The Winds of Change

A Change in Leadership

I A new administration tends to bring out the emotions within the staff
of an organization, why?

T Fear
T the Unknown
I lgnorance

A People gravitate to what they know
I Without strong leadership an organization will
Gof2g6 I NRPdzyRé YR AYR
they know best; even at the risk of doing the
GoNRPYy3IE GKAY3
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