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Abstract

VIEIEBEISIOT UnIVErSILIES SEek o) make reseanchers more accountable by
planRpngercontrelling and measurng Inputs and eutputs. But these: efforts can
cesIyAsIoVe counterproductive by interfernng Wit Creative: processes: Simple
SIDNHEEEIRSIMUlatieons efi the Unintended efifects off managers: pelicies intended
LONNcreaseN@Esearch profiles lliustrate hew unintended feedback: efiects can
eccliE Eieraite andinterviews suggest more: positive: and effective Ways 1o
creaserthergualiysand quantity, el UnIVESIty rESEanCh:

TS presentauon resemnles Wolkin therne entrely seneus Jeumal ol
lireproducivler Resulis, HewWevers therer s ar Sereusiaitier UReEmvay e iWeEn
an; elder vision| eff UnIVersities as pPIaces ol CoRtemplauen; creauvertnouehiand
social criticismi Versus a Rewer CORCEP GifURIVESSIES asieVERUE GERERaLorSs
for private interests managed on a cenperaieNnodel:
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1: Papers per promotion  2: Time per paper 3: Research quality 4: Reputation
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research output
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Assumptions: Try 5 and 10 for plans & schemes

[Academic freedom is a key perk.
Research output is a function of staff quality and incentives.
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o Understanabenefits fron faculty peint of view: that will
motivate Increaseadl research eutput

o Empower andl enable staiiiter Carny/ ol researci

o Use “inverted pyramid” cOnCEpL Gl Management as
service providers to faculty



structures that shape
AUMman behaviour

Management tries to invent
Institutional Innovations to
Improve efficiency and
effectiveness

AEA founder: Richard T. Ely
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= Personal experiences
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Jonn Yoties, Trle rleent of Crizlrie)e
(IntredUclenNES)

s SEhavior change nappens: in highly
tions mostly b Speaking

—
orgain ISations
quantltatlve
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Ernotionsflr) releijorsello o erizrc)e

IS, PHOE; PSS
C

e Kotter p. 180
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Research |

requiring

sproduct” Is created by experts, managers don't
iSstandl research outside (or even in) their own field

s Viana@ersimay. make researci processes less efificient
By IIMPESsINGl controls that reflect Iack off Understanding

o \Weraren t Interchanagealnle; werall-lave: specialised
expertise

Hayek v socialists:

Decentralised market decision makiRg Woerks hetterrthan central
planning because no one at the cepire canrhave asymuch

information as those directly involvea;



Jonn Sulgians Neogal grize for
nurnzgl gjernone

SEVEIINMOrE Valla oJ/ rrH/ Were
JIVERRGIINNE time they needea
ciEfcioMeNEEd Lo WaStE an / O L
onracminISirelon™

SEli-efiacing
Raised moeney to support stafi

Fought fer ethical vision

N



Picasso

N

“Papio;

Regrettably youl are
Using tee much biue,
QU strategic plan
clearly/ calls el a
192IaNCE GI COIPUIS.

iine Director



Jarnes Waisanl's stjogrvisar ielc

nirn to e ol rgrnaclaglr

> On Feb: 28, 1958 2 My impressionwas that
Francis Crick walked into we were just, you know,
the Eagle pub in mad keen to solve the

Cambridge, England,
and, as James \Watson
later recalled, announced Francis Crick
that “we had fieund the

problem,"

SEcretoitlie:




“banish

WiIth ieaif as, the! primany: and sustaining force.™

o Because “people eventually iecls en seli-presernvation
rather than erganisatienal transiormiauen*

e Sabotages teamwork essential fiel SUCCESS

e Kotter p. 27-28



rmrJ C ntrol procedures, oversight and approvals for
A0) decisions IS:

o YoU arenot to he trusted and youl will rert thersystem
ifWe don t Watch Yourr even/ moeve:

o “And by the way, wWe Want youi Ioyalty: anarexira elfiort
reqguired to make us a‘Werld class; erganisation.?

» Human response: “Get stuified; Hifpuitinsminimum
effort and fool you into thinking “mrpreductive by
playing your games.”



AND THEN I LJOULD

END THE PRESENTA-

TION WIITH THIS.

YELLOLI? ARE LE
SAYING LIERE

E-maE; HCOT

eilaelea & AT United Fealuce Symdicate, Inc,

{ LWHOAI T DON'T LIKE
| THE LOOK OF THAT
BACKGROUND COLOR.

{ WHAT LUE NEED TS A |
| COMMITTIEE TO SET

SOME STANDARDS
FOR BACKGROUND

| RED SAYS DAMNGER.
| WE DONT LIANT TO
SCARE QUR

CUSTOMERS .

LHAT WE NEED IS A

| YOU THREE POINTY-
HATRED ., MICRO-

METEQR TO PULVERIZE

g MANAGING NITWITS.

)

H
§ IT CAME OUT c:F
=
:

UM, L ORAY. HOW |
ABOUT VELLEM? :

IF YOU DIDMWT MOVE
YOUR MOUTH, HOW
LIC IT GET OUT?

M“r’ EHR HOLE.

B &




Go lookfet gasi oracice

are finding wa s to get
QOH Jng

eleader
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Irnprovedonsrtirliezsiior) far 9uy-=in

KEED It simple
Speak to anxieties, frustrations, distrust

COIININIIG

nica
o m OJfEclf Messages

ation channels ¢
can go; threugine

“Uneercommunicate”
o Jell the truth

e Don’t foster cynicism by saying enerthinefand
doing another

e Kotter p. 101



2 IGK, reward systems that inspire and build seli=
CONCENCe, le-tenling| diIsempowWerng managers

o \What dees net wWerk (Kotter p. 104-106)
— Often the single biggest ehStACIE IS a 130Ss
— lgnoring besses Who dISERPeWEN SUlBereInaLes

— Solving the boess problem ey taking aweay/ IDeSSES: PeIWer.

— Need to re-educate bosses pergapsiiBy shlitingithiem to
different positions that will change e perspective.



py Collees

Execiives should e willing te support andl align the
GIgaNISElion’s reseurces henind the firent line: staffi and always
IErANIVIRErEMbedIMENnt of the Service culture they espouse.
Videlermanagers have ter shed thellr centrel and compliance
gar andpsiead clothe themselves as iacllitaters and CoachEs.

RL 127

o Albrecht and Zemke (1985) studied examplest el eutstanding
service erganisations and came: U With ive: Steps; 1o irarnsiorm
a factory style management mentality tera custiomer-adrnven
one. The magnitude ofi the taskisrencapsuiatedinrAllrecht’s
well-knoewn chapter “How to teachianrelephaniierdance.”

(quoted by Liston, p. 127



GWHESHIPTOf the Initiative must be spread evenly througheut the
glgeNgiZattion and the pyramid of authoerity reversedito support the
HeREIRe statl withl a facilitating leadership style. (Listen, p. 129)

commuUnRIcanens, datia andl ether systems and strucilres sheuldl e
e-aligneadrtersupport the client Interface.

o Jihere ane externall clients and intermal clients (Stafil) and
management snoularseive e, especially internal clients.

e T0 get more researnch, ask researchers Wiat they neee—tien give
them what they need insoefiar as pPoSssikIe
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Jon eVer Beer Withra gy
INOUSIRESSHMICCIENTMENA0ERE

putpLt out of university resea rch rs?

. Anal | woulal give



NEINESE
NEWten e Cambr]clge

Bardeen at

endry’at Oxiiere
— Wheaton at Ml

e Researchers are one-offs, o-r com mylj



companies recognize that numan; assets
vide the best form ofi competitive advantage.
IS respect, Work Values, erganizational
thaent, cempensation and emjployee
tUrRGVEr remaln current and: Urgent ISsues In the
workforce: ofi the 215t century.

o Chay Yue Wah, editor

e Research and Practice InSHumanrReseUrcerVianagement \V
8 #2, July 2000



The the univel
Issues

JIGPRAEIN Vv bottom: Up researnch objectives
S (URIversity) gevernments pick WIRNEers?
Wihich objectives? Hew te cheose?

OPEratiGRAlSING Incentives for applied research

Conventionalfrewards fier publication Ignere Inaustry. clients

The HR management dimension
IHow! tor recrult and retainfgeoeEeSEaliChers
How to keep researchers happy: & enanle reseanch

Motivation, “research culture;= & collaheraton
How to foster teamwork through INCERUIVES
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e at Cuntin UnIVversiiy:
iesealiichitnes 19y gUIeENRES

Can’'t use research program funds fer x,Y,z
Application processi takes time

SO TEWEN applications! tihan res

This system IS probaly ineri

o Deadwelght losses wher u.*
restricted can be considere

e \Why restrict use of funds?



est simplifying administrative processes

o [[@OSENING Up spending requirements to try toe
stimulater more: proposals

s SU@Qgest targeting filnes Better By thying te: get
a surplus off applicatiens; se We: enly fiund the
best ones hased onfeupPULS.

e Substitute quality rationing 6r GULCOMES
rationing or first come first SelVEea ol
guidelines or spending limitSy@teRING-




S Ignss 0 ESOUICESE '
Ig vve fipicl, eatiraict clavelgo of
ofe of triese?

pelly to do

Excellent researchers



EOCUSHON| a few achievable things

[iAadministrative systems) so they: steal less; time

s Remove stafi firustrations
— Plans that appear torrestrici thelf academic fireedom
e Something visible buitsmall s a symisoii ei anility to do

bigger things and creates;credipility necded te take on
harder changes where thereis niere eppPesItion



eipineipeeple wrte grants (Implies; gettingl te knew: What they,
are onraneut, brekenng iermation) ef researchi teams)

RaISING MEREY oK ERCdeWEd FeSealch CRaIrs

Promoeiing collegiality oy  Seminais; Woliine greups; IRifciHmal
discussions, get peoplerexciied abolil deing research

et people work en what they areinieresied in

Don’t worry about how theysspeneithe meRey. Count the
outputs, give money where yourtinksitwilifpredice the most
outputs, with the no strings attacGiged:

Don’t worry if a good idea doesn’t coRi@Emrto plans
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surnrnary

ler ees @ researnch eutpuit Is an Intemal marketing jol with
Uity asi the: customer (Whoi s always rght)

IAVerted management structure With management

7
Clls’ NECUs MNOL tNE OURCIE VWety: IO e

Commeana anc contiol mrlnggemenr Jr/Je
SSEes,, soltition: (Kotter, 2002Z)NS o manr
style where they: give Up centiel
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