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Violence and conflict have always been something that I have worked to avoid. Even as a child, I was never one to challenge an idea or opinion or resort to any sort of violent behavior as a means of protest or response to conflict. I am not sure if it is a result of being raised by hippie parents of the late sixties who always thought love and kindness would prevail in conflict, or if it was their values of public service that led them on a path of social justice without violence. Now as an adult leader, I have taken on a bit of a different approach to conflict whereas in the past it was seen as something negative, I now try to welcome it as an opportunity for growth, learning and the strengthening of relationships. Approaching conflict with these goals in mind helps me identify, mitigate and attempt to avoid participating in structural, cultural and physical violence as a response to conflict. Violence, for the most part, is not something I condone. However, when I challenge my thinking with the thought of how I would respond if violence or attempted violence was directed at myself or a loved one, my opinion changes. I suspect that in the case of self-protection or the protection of my loved one, I might respond to violence with violence-This terrifies me to imagine being in that position.
I believe that one of my best qualities is my ability to get along with others. In the past, I believe that it came from my ability to ‘’read the room” and acquiesce with others to fit in and calm my social anxieties. Nowadays, I feel that my experiences have given me much more self-confidence in expressing my opinion in a constructive way with others while also allowing them to share their own unique opinions. This skill of dialogue challenges me and my ideas in a new and creative way. I have honed my listening skills so that instead of listening for an opportunity to share my thoughts, I am now listening for understanding. However, I also recognize that this requires continual practice. In fact, this week, while working with my class group, one of the individuals was uncomfortable with the direction the group was going on a potentially sensitive topic that involved structural violence. However, as we learned more about her opinion, it was also clear that she had misunderstood the intent of the assignment. Yet, instead of entering into the conflict constructively, my other partner and I opted to not engage in the conflict and instead take a path of least resistance and just select a different topic. In hindsight, I recognize that our actions defeated the whole purpose of learning how to engage and resolve conflicts. Had we chosen to pursue the topic with deeper discussion for better understanding, we could have all benefited from the exercise by learning new perspectives on the topic and walking away with resolution that we each valued. This example proved to me that I still have work to do as a leader to feel comfortable engaging in non-violent conflict. 
I also feel that my experience has led me to look into the deeper meanings and root causes of conflict. For so long as a leader, I saw myself as one that jumped from one fire to another fire, often a rekindle of the same problem occurring again. Now, I am training myself to always step back and try to see the whole story. I ask myself if there are systemic causes to these conflicts instead of just focusing on the behavior or conflict itself. I believe that this is the idea of taking conflict resolution to conflict transformation. “Transformation, on the other hand, includes the concern for content, but centers its attention on the context of relationship patterns. It sees conflict as embedded in the web and system of relational patterns.” (Lederach, 2005) I recognize that by taking a moment to reflect on the larger picture, I can find many more opportunities for resolution of the immediate conflict as well as prevention of future related conflict. In my organization, this idea is critical to Just Culture. Just Culture is considered a commitment-based management style that focuses on learning. “Honest, open, and ethical dealings and real-time information sharing across levels in a commitment-based organization (Vogus & Welbourne, 2003) build trust in the organization and strengthen system transparency, defined as a willingness of providers and patients to openly and comfortably express their concerns about the delivery of care in a manner that identifies flaws and leads to their elimination, mitigation, or appropriate management (Frankel et al., 2003).” (Khatri, 2009) The opposite of Just Culture is a blame culture that I believe can easily lead to violence, usually structural in nature.” There are few things more demoralizing than a blame culture. It forces people to protect themselves by unnecessary paperwork, currying favor, or shifting blame— taking attention away from the patient care and hindering continuous improvement.” (Kahtri, et al, 2009) The promotion of Just Culture in our organization has encouraged me to always remain curious when engaging in conflict and investigation of unplanned events. I am a champion of Just Culture at my organization, and it is my responsibility to continually teach and train this concept to others. And just as Lederach identified, “This movement can only be done by cultivating the capacity to see, understand, and respond to the presenting issue in the context of relationships and ongoing change processes.” (Lederach, 2005) I get tremendous reward for being able to guide others to see and better understand  each other in the workplace, and it almost always provides a generative environment for continual improvement and peaceful resolution.
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