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Discovery 1: My Ideal Self

“The essential characteristic of change leaders is that they are people who seek opportunities to take action in order to bring about improvement.” (Cawsey, Deszca, Ingols, 2016, p. 262) I have always been one to continually seek to better myself. Before getting into leadership, this desire probably stemmed from a yearning to belong. Now, as a leader in an organization, I see it as a continual practice that occurs as a member of an organization with a clear vision towards performance improvement. I credit some of this inspiration to the nature of my work in medicine. Science is continually changing, so one must continually learn to stay current with modern day medicine. This idea of continual learning and improvement has now broadened into a general leadership philosophy of mine. I have also found that by remaining curious and open to novel ideas has built resiliency in my career and has prevented me from the common burnout that occurs in my occupation.
As a leader, I aspire to continually be comfortable being human. I no longer have visions of being perfect, for perfect only exists in what others have defined it as in one’s mind. “If a parent, spouse, boss, or teacher tells us something that should be different they are telling us about the person they want us to be.” (Boyatzis, 2006, p. 614) Now, I strive to feel comfortable being vulnerable and empathetic as these characteristics help connect to others and build a sense of trust and an emotional bond. These bonds and connections are beneficial when naturally occurring conflict presents during change in an organization. One must have the skills to make people feel safe, heard and understood, while also continuing to push through change. “Conflict goes with the territory when stakeholders believe the changes will negatively impact them, and researchers have noted the importance of conflict-facilitation skills in change agents, including skill related to constructive confrontation and the development of new agreements through dialogue and negotiation.” (Cawsey, Deszca, Ingols, 2016, p. 262) I see the ability to be bold, brave and resilient to setbacks as important skills to drive change. The key is to remain positive even when feeling defeated. Jim Collins in Good to Great, described change leaders, “The positive energy was clearly visible, and frustration didn’t give rise to the communication of cynicism that can taint the perspectives of others and derail change.” (Cawsey, Deszca, Ingols, 2016, p. 263) I believe that my first point about continual learning helps to keep any frustration or discontent at bay, for any challenge can be seen as a learning opportunity.
An agent of change must also remain determined and agile, able to adjust as new information or challenge presents itself. “Change agents need to be able to persist when it looks like things have gone wrong and success appears unlikely.” (Cawsey, Deszca, Ingols, 2016, p. 263) This agility takes a certain level of confidence and trust in one’s skills and abilities. It also requires a systems level awareness to not only see challenges early, but to also understand what parts of the organization these challenges affect and how they can impact the entire organization. “They are constantly scanning the environment, picking up clues and cues that allow them to develop a rich understanding of their organization’s situation and the need for change.” (Cawsey, Deszca, Ingols, 2016, p. 264) This is where my years of experience at my organization has helped me understand the various systems within the organization. I am one of very few employees in the Company who is comfortable and skilled enough to interact with different systems within the organization. I can easily move from discussing vehicle repair and safety issues with a mechanic transition to talking with the business office about billing practices, field personnel about clinical skills or the President/Owner about a proposed initiative. I must continue to build these skills and increase my understanding of the various systems within our very complex organization as this strength has allowed me to provide clarity, build consensus, capacity and drive change across the organization.  
My ideal self is one who has deep self-awareness, vulnerability and empathy to develop strong, trusting relationships that can manage conflict during change. It is one who’s continual drive for learning and improvement will make change a more comfortable and exciting part of belonging to an organization, and who’s skills and abilities will provide the confidence needed for driving bold, new ideas and innovation even in the face of challenge.


Discovery 2: My Real Self, Strengths, and Gaps
I am a very consistent person. Twenty-one years of dressing in uniform and being prepared for any emergency that could come my way has taught me the importance of consistency and preparation. I am recognizing that these traits have helped build credibility and trust with others. I pride myself in people seeing me consistently as a positive, compassionate and mindful person. Specifically, it has helped me connect to people on an emotional level. I identify very much as an Emotional Champion and Intuitive Adapter change agent (Cawsey, Deszca, Ingols, 2016, p. 270-271) I believe that my personality and relationships I have built allow me to pull people toward the vision of the company. I have the “clear and powerful vision of what the organization needs and uses that vision to capture the hearts and motivations of the organization’s members.” (Cawsey, Deszca Ingols, 2016, p. 270) In the past year at our Company, we had a significant change in the work we do. We lost our 911 contract with the County and were forced to pivot to a completely non-emergent, interfacility transport agency. This almost overnight change left many in the Company nervous about the future, questioning whether it was time to jump ship and follow the 911 business. I even thought that it might be time to move on. Yet, I reflected on the years with the company, the position I had grown into and what I truly value in my work and decided to stay. I later learned that this sent a big message throughout the company. I did not realize the influence I had on people at the time, but I now recognize that many people look to me as a guiding light in the organization that provides hope to others. I believe this is one of my greatest strengths as a leader in the organization.
As I reflect on my ideal self and my real self, I am recognizing that they are very closely aligned especially when it comes to my relationships I have fostered at work. Gaps that I see between my ideal and real selves seem to be around self-confidence and self-actualization. These characteristics are definite areas of improvement that I want to focus on. I believe that continued work in these areas will help broaden my change agent skills into more of a developmental strategist where I can use my knowledge and experience confidently to help “alter structures and processes to shift the organization to the new alignment and eliminate the major gap between the organization and the environment’s demands.” (Cawsey, Deszca Ingols, 2016, p. 271) It will also help me confidently approach my organization’s deeply embedded traditions and argue for change. “Years of autocratic, risk-averse bosses and top-down organizational cultures make it hard to believe that this time the organization wants change and innovation.” (Cawsey, et. al, 2016) But, if I can step out of my comfort zone and recognize that I possess the knowledge and experience that can stand up to tradition and challenge old ideas with innovative new ones, I think I can truly work towards institutional change. My boss has always been a “numbers” person who has lacked in his relational skills. If I can continue to learn to speak his language as much more of a developmental strategist instead of only an emotional champion, I believe that I will be more likely to gain his acceptance and support for change.


Discovery 3: Learning Agenda
	Name:
	Shawn Wood
	Date:
	11/23/2024



	Name of the current organization or entity in which you play a role in a change initiative/effort:
	Metro West Ambulance Family of Companies

	Your role, or description of your current role:
	Director of Clinical Quality and Human Development responsible for all clinical aspects, training and development of field staff in the organization. In addition, I am considered a champion of our organization’s practice of the principles of Just Culture.

	Strength #1 as a Change Agent:
	Relationships and trust across multiple systems within the organization.

	Strength # 2 as a Change Agent: 
	Practitioner of continual learning and improvement.

	Gap Area #1 as a Change Agent: 
	Risk adverse

	Gap Area #2 as a Change Agent: 
	Underestimate my skills and abilities



	1. Strength to build or gap to close:
	Gap: Self-Confidence to step out of my comfort zone.

	What specific action(s) will you take to increase this strength or close the gap?
	Continue to challenge myself in new opportunities that push me out of my comfort zone.
· Suggest to Shawn Baird and Larry Boxman (CEO and VP) to invest in more professional development with SG Collaborative Solutions.
· Start leadership development with the other companies within the Family of Companies, specifically around learning the principles of Just Culture.
· Inspire others below me to work into my current role.

	Anticipated duration of time needed?
	6 months-1year

	What dates will you begin as well as strive to complete this?
	Start Date: December 1,2024
Target Completion Date: May 2025

	Name a few success measures that will indicate progress.
	1. Education plan implemented with SG Collaborative Solutions
2. Improvement in the practice of Just Culture at MWA specifically amongst the new Supervisor group and MEDIX Ambulance. Develop a workflow for Just Culture documentation (PIPs, CAMs, etc) that not only provides education, but also ensures accuracy of administration.
3. Develop Curtis Bailey into a Clinical Manager.

	Describe your accountability plan (partners).
	My plan is to share this with Larry Boxman, my VP, friend and mentor.  
I also seek to maintain relationships with Melissa and Peggy from my ORGL classes to keep me accountable.



	2. Strength to build or gap to close:
	Strength: Positive relationships. Continue to practice these behaviors while coaching others to learn to do the same.

	What specific action(s) will you take to increase this strength or close the gap?
	· Share stories often to help create connections.
· Continue to visit various departments and companies to foster relationships.
· Go out into the field once a week to talk and assist crews in the field. (awareness and connections!)

	Anticipated duration of time needed?
	· One day a week for field experience
· 30min a day visiting other departments
· A 5-10 min phone call or Zoom once a day with another leader from one of the companies.
· 15 min daily in the Operations Supervisor PULSE meetings at 9am

	What dates will you begin as well as strive to complete this?
	Start Date: Immediately, 11/25/24
Target Completion Date: Ongoing

	Name a few success measures that will indicate progress.
	1. Better relations with other departments-New knowledge of other departments.
2. Increased employee connections-Learn more names with faces!
3. See others practice positive behaviors in the halls and with others at shift change.

	Describe your accountability plan (partners).
	I plan to share this with Ben and Tracy at work. Ben and I share many positive traits, so he is a good person to remind me of these behaviors. Tracy recognized these behaviors in me and provided positive feedback to me on how it makes her feel coming into work-She gets it!





 Discovery 5: Resonant Relationships
I plan to seek out and continue the relationships I have developed in this class with Melissa and Peggy, specifically. Unfortunately, we have only been able to briefly connect in discussion posts, but I hope to share emails and phone contacts to continue these relationships beyond this class. I have had multiple classes with Melissa. I find her to be a very organized and creative person. Two traits that I think contribute to her fantastic ability to frame ideas. A skill that I feel is a gap in myself. I tend to be a little more disorganized in my creative thought. I feel this disorganization waters down my ability to persuade, so it is my hope that her skill and perspective can help me improve. Not to mention, she was quick to provide me encouragement in a discussion post where I discussed what I felt to be a lack of self-confidence. Those words of encouragement had a profound impact on my mindset.
Peggy is in my book critique group. I find her to be very genuine and approachable. I think it probably comes from her work in youth ministry. I was impressed that in one of our recent Zoom meetings she had remembered that I was spending the past weekend up in the mountains, and cared enough to ask how it was. She also is very frank and real about what is going on in her life, whether it is her children having post dinner zoomies in the background or the stress of an upcoming large ministry event, she did not hesitate to share how it was affecting her. This humility and vulnerability are just the skills and behaviors that I would like to continue to practice instead of hiding behind a façade of what I think others expect of me.


References
Boyatzis, R. E. (2006). An overview of intentional change from a complexity
perspective. Journal of Management Development, 607-623.

Cawsey, T., Deszca, G., & Ingols, C. (2016). Organizational Change Actions (3rd ed.). Sage
Publications.




