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Asynch ronous Lea rning Self_Reerction Examp|e Responses to Question #2: 100% of respondents the first place made sense"; “Not surprising, but interesting to SWiseman, Liz. MUItIp/Iers Harper BUSineSS, 2017
indicated no. Some additional information provided: “Not  see the information supporting this.”
2. Did it surprise you to learn that the higher you go in an organization, the more emotional intelligence matters? IST‘rL’crised ant wish this Iesls:)n ha(; beer: erlnphasiz\e”d earlier in
' ’ i my schooling & career training”; “Not surprised, focus on Example Responses to Question #4: 66.67% Empathy; 20%
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important for growth”; “Relationships are at the core of
3. Did it surprise you that EQ is a better predictor of success than 1Q? leadership/management and require EQ”; “Not surprised but  Figure 4. A shared workbook was created in Microsoft Teams with questions for each onboarding leader to answer weekly. Furthermore, the leaders were asked to reflect more on

now knowing this I'm wondering if Compa”i.es/ins"it”tions the content from the previous week, answering additional questions. The idea behind having leaders also re-focus on prior week, was to help put gained knowledge into longer
place as much emphasis as they should on this? How much

training do exec leaders get in terms of emotional term practice. All answers included the learner’s name and title, so that leaders could learn more about one another, and so that future onboarding leaders get to benefit from the
4. What is one EQ skill that you think that you are particularly good at? intelligence?”; “No, but the opposite of what you are taughtin  reflections of past participants in the program. The goal was to allow leaders to benefit from the thoughts and experiences of their peers, while also creating a on-demand
graduate school” program for the spread out onboarding of new members of the leadership team.
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“The leadership onboarding program at UNC LCCC was excellent, and eye-opening. |

, , Figure 3. CTO Vacancies, Growth, Attrition & Re-staffing iy enjoyed each of the topics and content provided for self-review and discussion. i Twenty-four CTO leaders have completed the onboarding program with 3 additional
Self Reflections Recorded into Virtual Discussion Rooms encompassed several techniques that | took for granted over the years, they had a . . e ey . . .
</ CTO-Wide Workbooks “When | became a manager, the Clinical Trials Office did not have an onboarding program and provided no leadership training. textbook basis. Some of the topics cemented knowledge acquired through practice leaders enrolled. Current CTO leaders were included in an initial JOI nt discussion
\

The new leadership onboarding program has been a great addition. Not only does the program cover a range of topics and issues over the years in my leadership roles, others provided the baseline for the proper way

that new leaders face and provide tools to help us succeed in our leadership roles, but also, it has given us the opportunity to get to handle issues/conflicts, change management, and to steer conversations, discuss grO u p . Al | Iea d ers p rovi d ed pOS Iitive feed ba Ck on th e p rog ram. Sea SO ned |ea d ers
to know each other better, share common challenges, and learn from each other.” —CTO Assistant Director processes, and guide people in the right direction with a positive outcome. | feel that . . . . . . . . . .
this program truly made a difference in my leadership journey.” —CTO Director reported enjoying their participation, indicating the program created space for their
Short Articles. Handouts “The 20-week leadership onboarding program provided a structured and supportive environment to learn, grow, and build ., ) ) ) ; rofessional deve |O ment rovided them W|th the vOCa bula rv to descri be the| r
' ’ relationships with other leaders. The topics were relevant and informative, and they sparked great conversations. | looked forward The leadership onboarding program enabled us as leaders to dedicate time towards p p / p y
Tools & Workbooks to the meetings each week!” -CTO Assistant Director development and understanding of key factors to improve our leadership skils not ust current expertise, and taught them many new concepts/skills. New leaders
at an individual level but office wide. | greatly appreciated the dedication to fine tuning

Figure 1. A Microsoft Team group was created for the leadership onboarding program with weekly folders containing the learning material. Each week’s . , , o our skills and diving deeper into improving our own management styles so that we can i i P ; >8()°

schedule included YouTube content amounting to 2-10 videos with a median recording length of 9 minutes (range: 1-80 minutes). On some weeks, these The Le_e;:ershlﬁf:]r.\boardmg Pllfogramb\;va: algameclhelngsr f;Jr me tlefven thougr;ILhavE been aI |?ar'T lofthcte)ott[ganlé?tfn for sevterf?cl better meet the needs of our staff. The opportunity to discuss each weekly topic with reportEd that they d@VElOped foundat|0na| Sk|”$ beca use Of pa rt|C|pat|0n. 80/) Of
ears. Throu is program, | was able to learn a lot about myself, peers, and Lineberger. | feel | am better able to serve sta . . . . . . .
videos were complimented by PowerPoint Presentation readthrough slide decks prepared by the CTO Executive Director covering topics such as tips for 1:1 Y 8 Prog having gone through thisTorogrzm. 7 _CTO Managger our leadership peers was instrumental in working towards applying what we were |eaders named the |eader5h|p onboa rd|ng program as a top 2023 CTO success.

learning.” —CTO Manager

meetings, research on remote teams, tools for establishing expectations, research on the power of showing gratitude for your team, and methods to

encourage critical thinking. The presentations were intentionally short (a median of 5 slides, range: 1-15, outlier: 29) and were designed to be quick

tools/references. The longest slide deck was a more comprehensive review of UNC Lineberger CCSG infrastructure and organizational structure created for : o | : :

Program Leaders by the Associate Director, Administration. Several short articles were sprinkled throughout the weeks, giving a mix of media to target all J . [
learner types. After completing their weekly asynchronous learning assignments, leaders were then asked to reflect on their learnings by answering self
reflective questions in the leadership onboarding team’s workbook. Their answers are viewable to all participants in the program including future cohorts.
Finally, weekly discussion groups were held between discussion group leaders and participants. An initial cohort of 25 participants (all of the current CTO Feedback noted that the course lacked education on the day-to-day workings of CTO leaders within each functional group and that leaders had a strong desire to learn more about their peers. Adjustments will be made to the
leaders) went through the program together as a single large discussion group. As new managers have been onboarded since, they meet with rotating program to address this gap. This will include day-in-the-life panels from current leaders. Two unexpected outcomes of the course were: 1. the connection the program created between leaders within different functional groups
discussion group leaders (each assigned a consistent week) to discuss their weekly reflections. The consistent assignment of weeks allows current leaders to
discuss their favorite topics with incoming leaders and to meet 1:1 with their incoming peers. creating a desire for regular continued connection points through professional development activities, and 2. the ties the program created to LCCC’s mission through education on LCCC’s history and the CCSG.
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