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THEMES 

 How well do you know what your preferences are when 
working on your RIA activities? 

  
 How do you engage with policy/decision makers who may 

have a very different set of preferences to your own?  
  
 How do you influence others who may not share your 

passion for research impact assessment? 
  
 How do you develop a culture which encourages and 

fosters innovation in relation to RIA? 

 What capabilities might be important when leading RIA 
activities? 
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 FOUR MODELS  

 Know yourself, know your stakeholders  
  
 Know how to influence others  
  
 Know how to foster a culture of innovation 

 Know your 6 C’s   



KNOW YOURSELF, YOUR TEAM AND 
YOUR STAKEHOLDERS 

Through the lens of the  



PRE-WORKSHOP PREPARATION 













ROLES 
 The role layer determines our goals, 

interests and preferred activities. 
There are four roles: 
 Analysts 
 Diplomats 
 Sentinels 
 Explorers 



STRATEGIES  
 The strategy layer shows our 

preferred ways of doing things and 
achieving goals. There are four 
strategies: 
 Confident Individualism  
 People Mastery  
 Constant Improvement  
 Social Engagement  
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and whether we do it in an Assertive or Turbulent fashion  
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 Pair up and discuss … 
1.  What your colleague 

thinks about RIA? 
2.  How do they plan a 

RIA? 
3.  How do they feel about 

the impact of RIA on 
individuals? 

4.  Summarise in what 
ways you would 
approach policy/ 
decision makers who 
share this style about a 
RIA exercise? 

5.  Listen to each others 
advice - what does it 
suggest you need to 
give attention to?  
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REACTIONS TO INTRODUCING RIA 

 What are some of the more common responses 
which might be expressed when you try to 
introduce an innovation such as RIA? 

 How do you respond to these and influence others 
who may not yet be positive towards the concept? 



POTENTIAL RESPONSES TO RIA  
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(Edmonstone, 2003) 

Players Spectators 

Sceptics Victims 

Deep Victims Cynics  

ENERGY  High 



INFLUENCING OTHERS   

 What do you the 
types feel, react 
and need if they are 
to be pro-active 
supporters of RIA? 

 As a RIA player how 
might you approach 
a series of Deans 
who, at the moment, 
are exhibiting 
behaviours in each 
of these zones…how 
do you influence 
them? 



SPECTATORS  
   .. 
Spectators Feel            Spectators React by Spectators Need 
. 
Positive about changes  Acknowledging need  Understanding 
     but resisting change 
Anxious and lacking in confidence     Help in coping with stress 
     Working harder than ever  fear & frustration 
Reluctant to get involved  at previously successful  
     behaviour   Carefully paced activities - 
Threatened       careful not to overwhelm 
     Avoiding taking risks 
“We’re forgetting what made us     Developmental job  
who we are”   Trying to “ride it out” until opportunities/challenge 
     things return to “normal” 
Afraid of being a victim of the      Safe place to test new 
numbers game   Keeping a low profile  learning and experience 
        success (simulations) 
Reluctant to take risks 
        Effective role models, 
         feedback,         encouragement 
          



VICTIMS 
   .. 
   Victims Feel            Victims React by        Victims Need 
. 
Between unhappy and depressed              Blocking out changes       Understanding, 

support             and help in dealing with             stress, fear and               frustration 
Bruised self esteem               Avoiding confronting  
                issues         Effective managers and  
Overwhelmed by work           peers who can help 
                Retreating into “safe”        calm the waters 
Powerless                           activities 
             Phased in transition 
Fearful of mistakes                Avoiding risk              with bridges to the  
             old ways 
                Waiting for things to                                return to normal        Development in situ 
                         rather than job change 
               Avoiding thinking about  
               what might happen       Mini challenges with              high success probability 



CYNICS 
   .. 
Cynics Feel             Cynics React by  Cynics Need 
. 
Not listened to   Expressing frustration over The challenge to DO IT        for themselves 
Determined to block the changes  pain and hesitancy of others  
        Check and balance from 
Surprised at and unsympathetic to  Arguing against the changes others 
The stress felt by others      
     Pressing for quick solutions Accountability with 
Angry at the world   and decisive actions - then periodic review and 
     criticising them  monitoring 
Frustrated with the confusion and     
whining    Being oblivious to core  Help them to become 
     challenges   aware of core challenges  
Overly confident in own ability      
     Leading the “victims” down Feedback 
     the garden path  encouragement 
        support 

        Pairing with a Player 



PLAYERS 
   .. 
   Players Feel             Players React by Players Need 
. 
Challenged and stretched  Seeking the silver lining Reward and support for 
     hidden beneath dark clouds being the key player 
Comfortable with the need for change    in the transition process 
     Viewing ambiguity and change 
Anxious about transition - but open to as challenge and opportunity Flexible growth  
possibilities      opportunities coupled  
     Finding humour in difficult with visible rewards 
Optimistic about the long term future situations and using it as a  
     tool   Latitude to model 
In control of own destiny     effective behaviour for  
     Treating life as a continuous others 
Not afraid of short term mistakes or learning experience 
setbacks       Relief from being caught 
     Expanding personal comfort in the cross fire - ie 
     zone   trying to be all things to        all people 

          

. 
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HOW DO YOU CONTINUE TO FOSTER A CULTURE 
OF INNOVATION YOUR RIA ACTIVITIES? 



WHAT BEHAVIOURS CHARACTERISE A CULTURE OF 
INNOVATION? 

RISK! 

uncertainty 
permeable 
boundaries challenge 

status quo 

autonomy 

non-hierarchical 
relationships 

relinquish 
control 

TRUST 

PARADOX 
divERsiTy 

cross-fertilisation 

incorporate 
failure 

Innovate, 
fast 





















THE COLLECTIVE GENIUS TEAM 
CHALLENGE 

Where are you doing well and  
where do you need to focus increased attention? 





               THE I-DIAGNOSTIC  

 A tool designed 
to capture your 
collective 
perceptions of 
your culture as it 
relates to 
institutional 
creativity and 
innovation  





                      WWW.I-LAB-HE.ORG 

Username      innovate 
Password       challenge 
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1. CREDIBILITY – WHERE DOES IT COME 
FROM? 

  Personal (intellectual) credibility 
  Professional credibility 
  Peer credibility, delivery 

credibility 
  Positional (management) 

credibility 
  Political credibility 
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4. CAPABILITIES  

 1. Horizon scanning 
 2. Sense making and planning 
 3. Flexing your style  
 4. Connecting, and 
 5. Celebrating  



Capability 

Collegiality 

Credibility 

Curiosity 

Character  

6 C’S REQUIRED TO LEAD RIA 



5. CHARACTER  

  Integrity 
  Resilience 
  Distinctiveness  
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Capability 

Collegiality 

Credibility 

Curiosity 

Confidence  

Character  

WHICH ARE YOUR STENGTHS? 
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SOCIAL COMPLEXITY 

REACH AND STRATEGIC SCOPE   

Cross Cultural 
Leadership  

Operational    
Leadership  

Strategic                    
Leadership  

Globally          
Engaged Leadership 



THE VIRTUOUS CYCLE  OF  
GLOBALLY ENGAGED LEADERSHIP SUCCESS 



PEOPLE MATTER(S) 

 Know yourself and understand the interests and 
motivations of those policy/decision makers with whom 
you work. 

 Be proactive in influencing others about RIA – 
particularly those who may be passive at the moment 
or working actively against the process. 

 Take time to create the conditions by which you foster 
innovation and creativity in relation to RIA. 

 Think about your 6 C’s  

 To which one do you intend to give most attention? 
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