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OVERVIEW OF STUDY

LEADERSHIP CULTURE STUDY: EXPLORING
PERCEPTIONS OF LEADERSHIP ACADEMY
PARTICIPANTS & ORGANIZATIONAL LEADERS

Explore UO Leadership Academy (UOLA) and
academic leaders’ perceptions of their
experiences to understand areas of
improvement around leadership development.

REPORT LINKS



https://uoregon-my.sharepoint.com/:f:/g/personal/sdawson_uoregon_edu/EngRPrJumGZJkpEenCCyRhUBTgmVT1teFkxiGVUCqSmKbg?e=wTeiLB

PRIMER

e What makes a healthy leadership culture?




I

RESEARCH LENS

How do formalized leadership
cohorts, training and
development impact university
staff and faculty? Culture of
leadership?

ASSESSMENT LENS

What areas of the UOLA
experience can be improved and
supported to positively impact the
leadership culture at the UO?

ACTION LENS

What types of policies and/or
actions help foster a culture
of leadership at the UO?



41% of UO Leadership academy 17%of UO?C?dim(;C leaders 31%of aJIcI. t.hoie(;nwted
alumni participated. participated. participated.
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LEADERSHIP AS A SERVICE

PARTICIPANT VOICE "
"It's about bringing out the - SERVlCE PARTICIPANT VOICE

"Leading from any seat in the
house."

best in people and
encouraging them to be the
best version of themselves.”

o P

'..




STRATEGIC & COLLECTIVE

PARTICIPANT VOICE PARTICIPANT VOICE
“Change is hard, | don’t think “We individually, have a responsibility and the
there are bad human beings, opportunity to bring these values and do what
just blind spots, which are we can to make the university more equitable
hard to overcome.” more diverse, and more inclusive.”
VBN PARTICIPANT VOICE
PARTICIPANT VOICE gr‘ﬁj - T 4; “Cultural humility is
SlP (|
“Addressing the material always gfeat for lfs
with the big

consequences of equity are

not happening.” backpacks of privilege

and | wish that more

white males would

_.@ '''' participate in
©® something like this
and get that game

\ that perspective.”




MIDDLE MANAGEMENT
HAS AGENCY

PARTICIPANT VOICE PARTICIPANT VOICE

"There's very little transparency and
leadership around issues of race and
equity for Department Heads. My
department has lost a bunch of faculty
and the morale has been low and
productivity has declined because of it.”

"Switching of gears without a
clutch.”




LESSONS AS THE
INSTITUTIONAL MODEL

PARTICIPANT VOICE PARTICIPANT VOICE

e : “Perspectives and different roles and jobs
It's opened doors for me in

: across campus was really eye openin
regards to networking and . P , Y&y , P 5
: e continuing to develop the skills learning from
expanding my opportunities.

one another and the bridges that the Academy
created between us all.”

PARTICIPANT VOICE ®@® }i
“UOLA was an investment in me PARTICIPANT VOICE

and nice to see the reciprocity
from the institution.”

%
/

“Academy provides
space to reflect, “a
refuge from reality” to
grow, develop and

<@ ,,
ﬂ reflect.
\

“Building me up and
giving the energy
and inspiration to go
out and do more
amazing things and
that part of it that's
really special and
very rare.”




INSTITUTIONAL LEADERSHIP
INSPIRING & INFLUENTIAL

PARTICIPANT VOICE % r what is \houﬂ\t‘ PARTICIPANT VOICE
"Any sense of community 4 "The university’s leadership model is
has been eroded, more 0 b € b esl ‘ n a“\ ' fear based, instead of a leadership

model or a forward thinking model,
and | think that has to like come
from the President down.”

olnt of view.

antagonistic toward each




OF CARE

PARTICIPANT VOICE PARTICIPANT VOICE
“It's kind of a given take and a really powerful “To have that support and encouragement
experience just in the sense of | have someone | from a community of people who are trying to
can you know talk this through with in a way that | push the frontiers in their own way is really
don't always have available to me.” inspiring and really helpfu.”
co 48D
PARTICIPANT VOICE m m ‘
When you charge into the PARTICIPANT VOICE

unknown, nice to have

le behind ” “Brainstorming those
people behind you.

solutions together
helps think through

-4 that ?
‘?‘X‘ at process.
0

/ \



13 FOCUS GROUPS POWERFUL
LEARNING TOOL IN UNDERSTANDING
UO LEADERSHIP CULTURE

e Leadership cohorts, training and
development positively impact staff and
faculty
Department Heads need the most in terms
of leadership support, wellbeing, and
feedback
UO leadership cultures has an opportunity
to infuse more strategic and collective
actions with equity, improve middle
management processes, support
empowerment from leadership, and
embrace communities of care




LEADERSHIP CULTURE & CAMPUS
CLIMATER SURVEY DATA

o Key "leadership culture" item summary




REFLECTIONS: PART 1

Reactions to what you heard.
What is resonating with you?
What would "centering humans" look like

in your area of campus?

|deas on addressing these opportunities
and challenges.

Be prepared to report out
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REFLECTIONS: PART 11

e What do you see as your role in helping
shape this work, share results and bring
about change?

* What else would you like to learn about
the UO leadership culture?
e Be prepared to report out




MOVING FORWARD

SHARE REPORTS, PRESENTATIONS, ETC.

e Transparency
e Sr Leadership (Fall 22)
e OA council (Fall 22)

e Stimulate
conversations to e Shifts mindset about
support culture shifts, leadership culture &
leadership models
development e Secure funding for |
e Help Dpeans leadership development ° 'II_:'rus.t &&Cljm'ﬁlt.'nlty
understand challenges e Ensure UO community ) qut.y umility ,
of Department Heads- (e.g., faculty, staff) . . ontinuous strategies for
Faculty Fellow benefit from results Lrjncl)grfvedmen;' |
e Allow UO community through action . eadership Culture Study 2.0

to learn from results







