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A broad range of multidisciplinary technologies 
are available at the DHMRI

. . . all under one roof!

NCRC & the DHMRI

Human Health

Nutrition Agriculture

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

Å Provide new insights and novel 
interpretation  through impactful science 

Å Develop unique partnerships via close 
collaborations to ensure the NCRC 
remains a world class scientific community



Collaboration: Our Big Change & Culture Issue

For the DHMRI, collaboration is key

ï For us, it means helping universities and partners unaccustomed to working 
together

Å 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?

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

Collaboration must be Practicaland:

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



Å To create lasting Change . . . designed to maximize 

communication, provide an effectivegovernance structure, 

and provide a ŎƭŜŀǊ ƭƛƴƪ ōŜǘǿŜŜƴ άōǳǎƛƴŜǎǎ ŦǳƴŎǘƛƻƴǎέ ŀƴŘ 

ǘƘŜ άōǳǎƛƴŜǎǎέ, an organization must gain a better 

understanding of its greatest resource: its people.

Change Management using Organization Architecture 

Å Organization Architecture ŀǎǎŜǎǎŜǎ ŀƴ ƻǊƎŀƴƛȊŀǘƛƻƴΩǎ tolerance for change, 

ability to absorb new information, and history in an effort to determine the 

overall readiness for Change.  It addresses the structure of an organization, 

its governance, culture, politics, and espoused vs. in place processes. 

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



Communication:ƛǘ ŀƭƭ ǎǘŀǊǘǎ ǿƛǘƘ ǘƘŜ άƳŜǎǎŀƎŜέ

Å Learning to be a Kinetic Leader requires appropriate communication, collaboration, 

and open discussion between the participantsof an organization . . . keeping things 

kinetic means that even though wrong decisions will be made at times, the 

organization maintains a will to keep going, the strength to find another way, and 

the dedication not to give up.

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

Å The Kinetic Leader
TM

understands the difference between 

sustaining an organization and growing it, and is the 

impetus that keeps an organization vital and moving. The 

Kinetic Leader understands the difference between 

"managing" and "leading" and leverages the talent of the 

participants of the organization to drive the success of the 

business . . . depending on the situation at hand.

ONE TRICK PONIES



Comparing Management & Leadership

Plan and Budget

Managers Leaders

Organize and Staff

Control and 

Solve Problems

Create Order

Set Direction

Align People 

and Groups

Motivate and Inspire

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

leaders really do. Harvard Business 

Review, 79(11), 85-61.

The Role of Leaders in Change 

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


"THE NOBLESSE OBLIGE"
Å The obligation of those of high rank to be honorable and generous.

Å Duty, Obligation, Responsibility - the social force that binds you to the courses of 

action demanded by that force; "we must instill a sense of duty in our children"; 

"every right implies a responsibility; every opportunity, an obligation; every 

ǇƻǎǎŜǎǎƛƻƴΣ ŀ Řǳǘȅά

- John D. Rockefeller Jr.

The Kinetic Leader
TM

is different . . . 

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

Kinetic Leader different?

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



ω Leaders often approach their responsibilities without fully understanding the 

obligation accompanying their position

ωAn 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 the top

ω But whatever happened to the sense of duty, the honor, or the innate sense 

to doing what is right?  

ωDoes our system really value the "me first" leader? Or is their still room 

for those individuals who know, understand, and respect the noblesse 

obligeof leadership? 

The Kinetic Leader
TM

is different . . . 

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

Kinetic Leader different?

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



Communication:ƛǘ ŀƭƭ ǎǘŀǊǘǎ ǿƛǘƘ ǘƘŜ άƳŜǎǎŀƎŜέ

Å ¦ƴŘŜǊǎǘŀƴŘƛƴƎ άtƻǿŜǊέ ŀƴŘ άtƻǎƛǘƛƻƴέ ǳǎƛƴƎ 

the Hagberg Scale is a good start
ω Six Stages of Leadership
ω Helpful in the classification of those in 

leadership positions

Å .ŜƛƴƎ ƛƴ ŀ άƭŜŀŘŜǊǎƘƛǇέ Ǉƻǎƛǘƛƻƴ ŘƻŜǎƴΩǘ ƳŀƪŜ 
someone a leader
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2 Seduction or Deal-Making

3 Personal Persuasion/Charisma

4 Modeling Integrity/Generating Trust

5 Empowering Others

6 Guiding by Depth of Wisdom

1 Domination or Force

Stages of 

Personal 

Power related 

to Leadership

Perspective: what do those in a position 

ƻŦ ƭŜŀŘŜǊǎƘƛǇ άǎŜŜέ

Example: What does the business think of IT? 

Portions Hagberg, J. (1994). 

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



Leader #1 (informed & rational)

Å άL ǳƴŘŜǊǎǘŀƴŘ ǿƘŀǘ ȅƻǳϥǊŜ ǎŀȅƛƴƎΣ ōǳǘ Ŏŀƴ ȅƻǳ Ǉǳǘ ƛǘ ƛƴǘƻ ǊŜŀƭ ǘŜǊƳǎ ŦƻǊ ƳŜΣ ǎƻƳŜǘƘƛƴƎ 
L Ŏŀƴ ŀŎǘǳŀƭƭȅ ǎŜŜ ŀƴŘ ƳŜŀǎǳǊŜΚέ

Å άIƻǿ Řƻ ȅƻǳ ƛƴǘŜƴŘ ǘƻ ƳŀƪŜ ŀ ŘƛŦŦŜǊŜƴŎŜ ǘƻ Ƴȅ ōƻǘǘƻƳ ƭƛƴŜ ŀƴŘ ŜŎƻƴƻƳƛŎ ǾŀƭǳŜ ƛƴ ǘƘŜ 
ŦǳǘǳǊŜΚέ

Å ά²ƘŜǊŜ ŀƴŘ Ƙƻǿ Řƻ ȅƻǳ ƛƴǘŜƴŘ ǘƻ ǇǊƻǾƛŘŜ ǘƘŜ Ƴƻǎǘ ǾŀƭǳŜ ŀƴŘ ƛƳǇŀŎǘ ōŀǎŜŘ ƻƴ ȅƻǳǊ 
ŀǎǎŜǎǎƳŜƴǘΚέ 

Å ά²Ƙȅ ǿƻǳƭŘ L ǘƘƛƴƪ L¢ ŎƻǳƭŘ 
measure impacts to the 
ōǳǎƛƴŜǎǎΚέ

Å ά²Ƙȅ ƛǎ ŀ Ŏƻǎǘ ŎŜƴǘŜǊ ƭƛƪŜ L¢ 
concerned with anything other 
ǘƘŀƴ ǊŜŘǳŎƛƴƎ ŎƻǎǘǎΚέ

Å ά¢ŜŎƘƴƻƭƻƎȅ ƛǎ Ƨǳǎǘ ŀ ƴŜŎŜǎǎŀǊȅ 
evil; should we be looking to 
ƻǳǘǎƻǳǊŎŜ L¢Κέ

Leader #2 (uninformed & fearful)

Å άL¢Κ !ǊŜƴΩǘ ȅƻǳ ǘƘŜ Ǝǳȅǎ ǿƘƻ ŎƻƳŜ ŦƛȄ Ƴȅ 
ŎƻƳǇǳǘŜǊΚέ

Å άL¢Κ L ŎŀƴΩǘ ŜǾŀƭǳŀǘŜ ǎƻƳŜǘƘƛƴƎ L ŎŀƴΩǘ 
ƳŜŀǎǳǊŜ Φ Φ Φ LǘΩǎ Ƨǳǎǘ ŀ ōƛƎ ōƭŀŎƪ ƘƻƭŜΦέ

ω άL¢Κ  L ŘƻƴΩǘ ǘǊǳǎǘ ǘƘŜƳ Φ Φ Φ 
$XX million dollars for 
computers? . . . . Heck, all I 
need is Excel (and that came 
ŦǊŜŜ ƻƴ Ƴȅ ŘŀǳƎƘǘŜǊΩǎ t/ύΗέ

Leader #3 (uninformed, irrational & reactive)

What does the business think of IT? 

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



The Role of Leaders in Change 

Why good leaders 
struggle with 
change . . .

???

¢ƘŜ άDelegation Denouementέ

Leaders are typically coached to delegate more to make sure 
they:

ω Allocate the work load/create a collaborative environment
ω Have time to focus on strategic matters

But there is a declining effect . . . an unravelingactually, when 
tasks continue to be delegated too deeply within an 
organization's hierarchy.

If a leaderdelegates to a manager. . . 
ω and the managerthen delegates the task down to a team 

member. . . 
ωand the team memberdelegates to a contractor . . . 

It doesn't take long to realize the task may never get the attention it deserves. It's 
important for executive management teams to realize the power . . . and the liability . . . of 
delegation to too many levels. 



The Winds of Change

ÅPeople gravitate to what they know
ïWithout strong leadership an organization will 
άōƭƻǿ ŀǊƻǳƴŘέ ŀƴŘ ƛƴŘƛǾƛŘǳŀƭǎ ǿƛƭƭ Řƻ ǿƘŀǘ 
they know best ςeven at the risk of doing the 
άǿǊƻƴƎέ ǘƘƛƴƎ

Å5ŜŎƛǎƛƻƴ ōȅ άƛƴŘŜŎƛǎƛƻƴέ

How do leaders empower teams to manage change effectively? 

ÅChange in Leadership 
ïA new administration tends to bring out the emotions within the staff 

of an organization, why?

ïFear
ïthe Unknown
ïIgnorance



ω Lƴ ǘƘŜ ŦƛƭƳ άaŀǊȅ tƻǇǇƛƴǎέΣ ŀ ƎǊŜŀǘ ŎƘŀƴƎŜ 
ƻŎŎǳǊǎ Ƨǳǎǘ ǇǊƛƻǊ ǘƻ aŀǊȅΩǎ ŀǊǊƛǾŀƭΦ Lǘ ǎŜŜƳǎ 
merely to be the wind, but it is representative 
of the sweeping changes an organization can 
face when a new administration comes on 
board.

ω ! ƎƻƻŘ ŜȄŀƳǇƭŜ ƻŦ ά¢ƘŜ ²ƛƴŘǎ ƻŦ /ƘŀƴƎŜέ

Winds of Change



ω Mary floats in from a new direction and gives 
us a clear message that things are going to 
change.  Since this is a well known story, this 
would be an excellent choice to communicate 
future changes while alleviating much of the 
anxiety.

ω [ŜǎǎƻƴΥ  aŀƪƛƴƎ ǘƘŜ άǳƴŦŀƳƛƭƛŀǊέ Φ Φ Φ ŦŀƳƛƭƛŀǊΦ

Winds of Change



Winds of Change:  Evaluation. . . 

Å ²Ƙƻ άǇƻǎǎŜǎǎŜǎέ ǘƘŜ ǇƻǿŜǊ ƛƴ ǘƘƛǎ ǎƛǘǳŀǘƛƻƴΚ

Å Where would you rank the leadership in this 
situation on the Hagberg Scale?  Before 
ŀƴǎǿŜǊƛƴƎΣ ǘǊȅ ǾƛŜǿƛƴƎ aŀǊȅΩǎ ŎƻƳƳǳƴƛŎŀǘƛƻƴ 
ŦǊƻƳ ǘƘŜ όмύ ŦŀǘƘŜǊΩǎ ǇŜǊǎǇŜŎǘƛǾŜ ŀƴŘ όнύ ǘƘŜ 
ŎƘƛƭŘǊŜƴΩǎ ǇŜǊǎǇŜŎǘƛǾŜ

Å ¢Ƙƛƴƪ ŀōƻǳǘ ǘƘŜ άaŀǊȅ Poppinsέ ǎǘƻǊȅΦ  ²ŀǎ ǎƘŜ 
άǇǊŀŎǘƛŎŀƭƭȅ ǇŜǊŦŜŎǘ ƛƴ ŜǾŜǊȅ ǿŀȅέΚ ²ƻǳƭŘ ǘƘƛǎ 
be a good trait for a leader?
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2 Seduction or Deal-Making

3 Personal Persuasion/Charisma

4 Modeling Integrity/Generating Trust

5 Empowering Others

6 Guiding by Depth of Wisdom

1 Domination or Force

Stages of 

Personal 

Power related 

to Leadership
Hagberg, J. (1994). Real Power. Salem: Sheffield Publishing

Mary Poppins (1964):   The Walt Disney Company, New York 



ÅCommunity
ï Identifying our Political Skills

ÅAgenda setting
ÅMapping the political terrain
ÅNetworking/forming coalitions
ÅBargaining & Negotiating

Å Iƻǿ Řƻ ǿŜ ŎƻƳƳǳƴƛŎŀǘŜ ǿƘŀǘ ƛǎ άŎƻǊǊŜŎǘέ 
and what is not?

Å Is it collaborating when only one person is 
doing the talking?
ïMonologue vs. Dialogue

Å Lǎ ƛǘ ǇƻǎǎƛōƭŜ ŦƻǊ άǇƻǿŜǊέ ǘƻ ōŜ ŀǇǇǊƻǇǊƛŀǘŜ 
and misused simultaneously?

You're Doing it Wrong

How do leaders empower teams to manage change effectively? 

Å²Ƙƻ ƳŀƪŜǎ ǘƘŜ άǊǳƭŜǎέ ŦƻǊ ŎƻƭƭŀōƻǊŀǘƛƴƎΚ
ï/ŀƴ ŀ ŘƛŀƭƻƎǳŜ ŜȄƛǎǘ ǿƛǘƘƻǳǘ ǳƴŘŜǊǎǘŀƴŘƛƴƎ ǘƘŜ άŎƻƳƳǳƴƛǘȅΚ
ï Without an appropriate knowledge, it is difficult to make reasonable 

decisions



Å The film, ñMr. Momò conveys a great example of 
rules . .  . and what happens when you donôt 
follow them.  In this scene, ñMr. Momò innocently 
attempts to drop off his children at school, but his 
ignorance about the regimented ñCar Poolò 
procedures exposes him to a condescending 
Patrol Monitor  . . . as well as an angry parent! 

Å As Gay (2000) pointed out, part of being able to 
understand the needs of a community begins with 
the ñunderstanding of their culture and identityò 
(p. 187).  As an outsider, or as the Patrol Monitor 
put it . . . a new Mommy, ñMr. Momò doesnôt 
understand this community, its power structure,  
and its rules.  Instead of welcoming him into the 
community, he is treated as idiotic, not merely 
ignorant.

You're Doing it Wrong



Å The angry parent in this examples shouts 
out "You Moron!ò at Mr. Mom.  Clearly, she 
doesnôt want to entertain the idea that he 
is merely trying to ñfit inò.  Her needs, and 
the needs of her community are 
paramount.  ñMr. Momò is not welcome.  A 
shocked (and frightened) ñMr. Momò is 
faced with the reality of existing in a world 
he knows nothing about,  within a culture 
that is unresponsive, and where he has no 
ñpowerò in the community. 

Å Lesson:  Knowing the rules in any ñgameò 
is necessary to keep order.  But when 
rules aren't conveyed fairly, the ñgameò 
can become oppressive.  

You're Doing it Wrong



Å ²Ƙƻ άǇƻǎǎŜǎǎŜǎέ ǘƘŜ ǇƻǿŜǊ ƛƴ ǘƘƛǎ ǎƛǘǳŀǘƛƻƴΚ

Å Where would you rank the leadership in this 
situation on the Hagberg Scale?

Å /ƻǳƭŘ άaǊΦ aƻƳέ ƘŀǾŜ ŎƘŀƴƎŜŘ ǘƘŜ ƭŜŀŘŜǊǎƘƛǇ 
decision in this situation?

Å Have you ever had an experience where you 
ŦŜƭǘ άŦŜŀǊέ ōŜŎŀǳǎŜ ȅƻǳ ǿŜǊŜ ƛƴ ŀ ƴŜǿ ǎƛǘǳŀǘƛƻƴ 
(fish out of water)?

Å 5ƻŜǎ άaǊΦ aƻƳΩǎέ  ƛƎƴƻǊŀƴŎŜ ƻŦ ǘƘŜ ǊǳƭŜǎ 
excuse/permit him to act in an inappropriate or 
unexpected way?

Å 5ƻ ȅƻǳ ǘƘƛƴƪ άaǊΦ aƻƳέ ŎƻǳƭŘ ōŜ ŎƻƴǎƛŘŜǊŜŘ 
άƻǇǇǊŜǎǎŜŘέΚ  

Å If the Patrol Monitor can be described as the 
leader in this situation, what responsibility (if 
any) falls on her for this community?
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2 Seduction or Deal-Making

3 Personal Persuasion/Charisma

4 Modeling Integrity/Generating Trust

5 Empowering Others

6 Guiding by Depth of Wisdom

1 Domination or Force

Stages of 

Personal 

Power related 

to Leadership

You're Doing it Wrong . . . Evaluation

Gay, G. (2000).  Culturally Responsive Teaching.  New York: Teachers College Press, Inc.

Hagberg, J. (1994). Real Power. Salem: Sheffield Publishing

Mr. Mom (1983):   MGM entertainment Group, Inc., Los Angeles 
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b/w/Ωǎ /ƻǊŜ [ŀōƻǊŀǘƻǊȅ .ǳƛƭŘƛƴƎ
Home of The David H. Murdock Research Institute

Getting Change Right . . . Å Struggle with Change

Å ά²ƛƴŘǎ ƻŦ /ƘŀƴƎŜέ

Å ά¸ƻǳΩǊŜ 5ƻƛƴƎ Lǘ ²ǊƻƴƎέ

Å Collaboration

Å Organization Architecture

Å Communication

Å Perspective


