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Personal Relationship with Team
Muscle Cramps - Muscle Cramps Runner ‘ Bunner
conserveldanger persevers participant achiever

My story shifted from team member to achiever, and with it my role moved from
seat-filler to one that could be counted on. In applying the lens Olsson provided |
recognize the impact of these developmental moments, and their influence on my
future leadership interactions. By exercising my power to change my personal
narrative, | had achieved greater results and enhanced my relationship with the
larger organization. 22

Organizations can also benefit from changing the narrative with their
employees, as witnessed in person during another experience with
Organizational Dynamics colleagues in Prague in 2010. Our group toured the
TPCA manufacturing plant in Kolin, Czech Republic - a joint venture that
manufactured automobiles under the Toyota, Peugeot, and Citroén brands for
the European market. We observed workers building cars along the assembly
line during active production. At one point an instrumental song could be heard
over the loudspeakers, and a section of the line came to a stop. The song playing
was “Pop Goes the Weasel,” a whimsical tune that seemed more at home in the
daycare section of the plant than the manufacturing floor, but our tour guide
assured us that was intentional. Researchers from Toyota were concerned at the
number of defects that went unreported in the assembly line. Defects that

22 This would later go on to inform my leadership style — providing a foundational affirmation that
people can achieve great things with the right level of attention and motivation.
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progressed further down the line had exponential consequences in terms of time
lost stopping and re-starting production. Early detection was key, prompt
reporting was necessary, but workers were less willing to press the button that
stopped production and triggered a harsh alarm to sound.

Pressing the button was unpleasant for the workers. Transforming the
alarm to a children’s song changed the connotation of the act from a negative
experience to a positive one. Workers more readily pressed the button, often
could be seen laughing as the silly song played, and began to report more
defects earlier in the process. Engineers had more production data and could
make changes to help minimize defects, and increase daily production totals.
TPCA paid close attention to the workforce perceived the alarm (signifier), and
was able to shift the signified meaning of the defect reporting process and elicit a
positive response. The results in the manufacturing process, much like the
results in my running example, directly improved following the shift in attitudes.

Recalling these experiences was essential to fuel my change in approach,
as | (at times aware, and at times subconsciously) worked to bring balance to the
approach to my sabbatical as Covey suggested. (Covey, 2004, p302) | needed
to de-program myself from a prior method of operation, to change my personal
narrative to allow forward progress, growth, transformation all to take place.
Running was an important part of that process.

It is the primary exercise method to improve my health, avoid weight gain,

and counteract poor dietary decisions. As my career and my personal life saw
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increases in scope and responsibility my running habit evolved alongside into a
mental, and sometimes spiritual, escape. 23

Physical stamina improved and | found myself less reliant on external
stimuli, most notably music, to get me out and keep me going. Trail running
especially affords a chance to explore new terrain and keep the muscles and
body from becoming stale due to repetition. Add in the challenge of hills, rocks,
roots, stumps, unpredictable footing, and it's a stimulating environment. Without
music it also becomes a great time and place to think. While remaining upright
the mind is left free to roam. Running has a cleansing effect on many levels;
exercise to promote improved physical health, bolstered mental health by
achievement via tracking progress, and time to think and process to help clear
the mind. Even when not in pursuit of a long-distance goal or race, just going for
a run is an excellent way to be alone with my thoughts. A gateway to reach a flow
state, or pursue enlightening experiences much like | had in Aspen.

Knowing that | would have the time to devote to the rigorous training
demands, | registered to run the Marine Corps Marathon coincidentally held on

my 39" birthday in October 2019. | planned to customize a training program by

23 There are many works that tout the benefit of exercise and cognitive function. One article
published in the Psychonomic Bulletin & Review suggests that regular exercise has the potential
to improve cognitive function, even in healthy populations. Running is my exercise of choice, and
the article offers that
“A review of research on the cognitive-boosting effect of aerobic exercise (which in many
studies was either running, jogging, or brisk walking) found that for children, running
improved working memory and focus. For young adults, working memory saw a similar
boost — as did task-switching ability.” (Guiney, 2019)
| often find that the act of going for a run would help clear my mind, provide time alone with my
thoughts, and | would return to work on whatever problem | had with renewed vigor. Running
provides the enhanced task-switching ability | need to be successful across multiple endeavors.
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blending a few different sources, and followed a weekly plan for the 18-20 weeks
leading up to the race, as had proven effective for other races | trained for.
Contrary to my previous experiences, | started to have discomfort in my right
knee in a few months before the race. | consulted a physical therapist, also a
close friend, for an evaluation and ultimately a treatment plan. My severe
inflexibility was mostly to blame, treatable through a daily stretching regimen and
a few weekly office visits. Initial progress was maddeningly slow, taking a mental
and emotional toll as | worked through things, exercising patience along with my
muscles. The slow recovery meant less running, which meant | quickly fell behind
my training plan. Another vicious cycle ensued; it was hard to motivate myself
with a lack of physical progress. Running was my job at the moment, and | was
failing at my job, not a feeling | was accustomed to dealing with.

The friendship and openness | shared with my physical therapist often
meant that our sessions became a combination of physical and emotional
therapy. We would talk business, child-raising, and she would help me sort out
the mental and physical aspects of my recovery. Mutually rewarding and
entertaining. As we entered August, progressing slowly, with race day and high-
mileage training runs looming, she made a dire observation. She said we would
soon reach a go/no-go decision point and my participation in the race was in
jeopardy. Sensing my obvious horror at that potential outcome, she made a
comment in passing that would continue to resonate with me, “You know Zach,
you’re still a good person if you don’t run this race.” | had not thought about it in

that context, and her words had a profound impact.
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Why was | running this race? Partially to exercise, partially to be in better
shape, but perhaps most importantly (and least apparent to me) was my need to
have a measurable accomplishment. Something difficult, something significant,
something else to justify my time spent not working. If | run the race, and if |
achieve a personal record (PR) in that race than this was all worthwhile. | was
not willing to accept less than that — less meant that | did not put my best effort
forward, that | had somehow squandered part of my sabbatical. | found some
solace in a phrase from the Dalai Lama “Our mind is the axle that often
determines whether we experience the ride as bumpy or smooth,” as | wrestled
with conflicting emotions and tried to remain positive. (Abrams, 2016, p88) In
comparison, the axle the Dalai Lama referenced appeared similar to the bar in
the model provided by Olsson, another metaphor for the power of the storyteller
to alter the meaning of the tangible in a way that supports the narrative as they
wish. | felt powerless at times to regain control of this narrative, and these
struggles had physical and emotional impacts.

Identity Challenge

The end of the summer tossed another curveball that disrupted end-of-
season plans with the family. My youngest son developed an eye irritation that
required multiple follow-ups with specialists. The worst part — no swimming or
sand exposure for the remaining summer weeks. Trying to avoid our obvious
disappointment, and bolster his spirits, we had to creatively adapt our trip and

outdoor activity plans. It also meant a lot of daytime medical appointments.
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Given the freedom of my schedule, | attended most of them. Midweek,
during the standard workday, timing did not matter — we went when the doctor
was available. At first no one seemed to bat an eye that me, his father, clad in my
unofficial summer uniform of shorts and flip flops, was bringing my son to his
appointments; schedules, dress codes, attitudes are all relaxed during the
summer months. With the arrival of fall, and with it the shackles of a structured
elementary school schedule, | noticed a different undercurrent.

At first, | brushed it off as over-thinking on my part, when a receptionist
casually said ‘Oh’ to my response that | was very flexible during the week when it
came time to choose the next follow-up appointment. Something in her tone and
admitted surprise gave me pause. Maybe it was a judgement on her part, maybe
she felt | should be less available due to the demands of my job; that somehow
my flexibility meant | was slacking when | should be working harder. Equally
possible that | was over-thinking this, and that there was nothing deeper to her
comment than genuine surprise that someone might actually have a flexible
schedule. Regardless, | felt as though | was being judged unfairly, as if it was
somehow not socially acceptable for me to be free from occupational obligations.

Likewise, it felt strange to be one of few males shopping for groceries mid-
day, midweek. In three consecutive weeks there were no other males close to my
age in group exercise classes | attended at the YMCA. | started paying more
attention to these nuances, eventually almost snapping at a contractor during a
conversation regarding a potential house project. In similar fashion | mentioned

that | had a lot of flexibility during the week, to which he replied ‘Oh, are you off?’
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and | had to exercise great restraint to not shout back at him. | wanted to say that
| was off EVERY day, that | was having an amazing experience not working, but |
held back. Later that evening | started to think through these feelings more
deeply — why did this seem to bother me so much?

Were people actually judging me, disapproving of my current state, or was
this me projecting my insecurities on others? Afterall, this is a more progressive
time with more males taking an active parenting role. | know families where the
wife works and her husband stays home to care for the children, mutually
beneficial to everyone. Other families balance the parenting duties with the
ambitious career goals of both partners in balance. This is not uncommon. The
role of the provider is not pre-determined by gender, and public opinion is more
in favor of governments & companies increasing support to enable fathers to
have a more active role in childcare.?*

When | was in Sweden with the MSOD program in 2009 | observed many
fathers out and about during the day, wandering the streets and parks of
Stockholm, particularly the trendy southern island of Sodermalm. Dads with
strollers, dads with kids getting coffee, dads with kids congregating with other
dads with kids. Sweden implemented a parental leave policy in the 1970s, but it
was greatly underutilized until the government increased the incentives for

fathers to avail themselves of the program in the mid-1990s. In 2010, less than

24 The Business Journals reported in February 2019 that 40% of US employers were now offering
paid parental leave, up from 25% in 2015. (Stych, 2019) This positive shift in the US is promising,
at the same time it lags behind other developed nations.
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one year after my own observations, 85% of Swedish men took parental leave.
(Benhold, 2010)

The initial aim of the Swedish program was to improve women'’s ability to
join the workforce. Sweden is a pioneer in this effort, and other large industrial
nations followed suit. Germany, with a population greater than 82 Million in 2010,
witnessed an increase in fathers taking paternal leave from a perennial 3% to
more than 20% in 2007. A tremendous side benefit occurred with shifting
attitudes amongst men. As the New York Times shared “many men no longer
want to be identified just by their jobs.” Still others were emboldened by this new
policy, and as one father put it “now men can have it all — a successful career
and being a responsible daddy ... it's a new kind of manly. It's more wholesome.”
(Benhold, 2010)

| shared similar thoughts with the birth of my own children, in 2010 and
2013, but my company in the US had no such policy. | was more focused on
continuing to provide for my family in the best way | knew how — to work hard at
my job while doing my best to share parenting duties with my wife so that we
could both be working professionals and parents. Nevertheless, in 2019 | felt
very strongly aligned with fathers in Sweden from a decade earlier. | did not want
to be solely identified by my occupation, yet | found myself struggling with my
identity now that full-time employment was absent from my life. | wanted to be an
active and engaged father in my sons’ lives, but difficult to embrace as my sole

function, without an accompanying occupation. This and the concept of paternity
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leave made sense in principle but seemed to be a struggle for me to accept in
practice.
Back to School

Mirroring my maturation as a student was the evolution of a more
sophisticated perspective on the balance of priorities at work and outside of work.

The concept of balance has always been important in my life —
consistently working hard and playing hard, and maximizing my vacation
allowance. Skiing, fishing, traveling with family and friends; all while achieving
sales results, coaching, building teams, growing revenue, leading by example.
The busier | am the better | am, in all aspects of my life. Slow is boring, and I'm
not good at it. Times when | found myself single-threaded, boredom manifested
along with challenges to my personal motivation. In the words of my father, on
his final day of a successful 37-year career with the same company, “They
always got their 40 (hours)”. Or 50, 60, 70, whatever it took. A stalwart of my own
work ethic ever since, although adapted slightly my mantra became “work hard
so you can play hard.” Balancing the priorities of business, leisure, and family
evolved into a passion. | led by example, routinely demonstrating for my
employees and peers that a balance was important, and also yielded positive
results across the board. When there was an imbalance, stress typically followed,
as | had experienced for the past few months. In an attempt to regain this
balance | increased my academic focus, and my scholastic pursuits take a more

prominent role in the story.
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Personal imbalance contributes to organizational performance. Employers
increasingly recognize this trend, and some employ creative tactics to help
employees balance multiple priorities to achieve greater business productivity.
This was one of the many human capital management trends | studied, and just
one example of how employers can engage with employees in a more
meaningful way. Mourifio (2017) offers that “leaders should move from asking the
questions ‘How can | get the most out of my employees’, to ‘What can | do to
help my employees be more effective and engaged?’” (p41). Furthermore,

“the process begins with leadership. It requires organizations to transform

into becoming a great place to work and not just an organization that says

it is one. Ultimately, the culture of an organization is a reflection of the
personalities of its leaders. This means that organizations will need to not
only ensure they are developing leaders to ensure that their employees
feel valued, developed, and appreciated, but also to maintain practices
that support this belief.” (Mourifo, 2017, p42)
One practice that employers are implementing to improve employee engagement
is experimenting with the traditional work week.

Early adopters provide some encouraging trends with shortened work
weeks. One example comes from a software development company in Boulder,
Colorado, that piloted a “Flexible Friday” program to allow employees the
opportunity to not work on Friday, with the contingency that weekly work goals
were accomplished. It started over a summer, a historically slower time, with

company leaders evaluating each quarter to determine business and employee
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impacts. One employee (also a member of the Aspen trips cohort) shared her
positive experiences with the program. On her team, members rotate an on-call
person on Fridays in the event a time-sensitive business need arises. Some on
the team used Friday for innovation, personal development, online classes —
things that helped improve their skillset and impact in their current role, and also
things that historically were a challenge to fit into the standard work week. Others
took advantage of the time for physician appointments, volunteering, household
errands, or outdoor recreation. The program did not work for every team — Sales
for example had to be available more frequently based on the customer needs,
but those that took advantage found themselves much more productive Monday-
Thursday. Disruptions were minimized since Friday could be used for scheduling
appointments. The shortened work week also placed a greater emphasis on
being productive so the company also launched a complimentary initiative to
improve meeting effectiveness. Workgroups guarded time much closer than
before and work time viewed as a more precious resource that should be used
efficiently. Working smarter had an immediate weekly benefit of increased
personal time, and was proven a powerful motivator.2®

Similarly, New Zealand-based company Perpetual Guardian partnered

with Jarrod Haar, professor of human resource management at Auckland

23 The trial is not without hiccups — in September 2018 the company had a major event, needed
to amend the policy, and for one-month employees reported to the office on Fridays. It was a
minor inconvenience, but a majority understood the need and did not object. At the end of the
month the company reverted back, and continued Flexible Fridays indefinitely. The program is
still in its early stages, and there is no hard data collected yet on employee retention.
Nevertheless, many employees have expressed that they could not imagine leaving, even for
increased pay, and giving up the Friday benefit.
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University of Technology, to conduct a study amongst employees after trialing a
4-day work week March-April 2018. The study found job and life satisfaction
increased on all levels across the home and work front, with employees
performing better in their jobs and enjoying them more than before the
experiment. In November last year just over half (54%) of staff felt they could
effectively balance their work and home commitments, while after the trial this
number jumped to 78%. The trend is also supported by Ankur Shah, a serial
entrepreneur who founded slipper brand Mahabis in 2014, who offers that giving
workers a day off every week has had no effect on his plan to increase revenues
to £20m within three years. “When | started this business,” he said, “we used [the
four-day week] from the outset to allow people to focus on the work they do, not
the time they spend.” (Roy, 2018) The early gains from a flexible schedule are
promising, and the data is an important bellwether for improved employee
engagement as the trend is adopted across more companies and industries.

The gains being experienced by policy advances are being felt across
multiple companies, industries, and organizations — and human capital strategists
must continue to work to connect the employee engagement gains with financial
and productivity gains to the larger organization.?® Balance is an important part
to this equation, and my personal journey and struggles with balance parallel
26 Balance is important to the employee/employer relationship, and organizations that help
individuals improve this balance will experience better outcomes. Spiritual leader Dalai Lama has
spoken at length on the importance of joy and positivity, and offers this in comment of the
connection between employee satisfaction and organizational performance:

“Many Japanese companies are very successful because of the relationship between the

employer and the employer. The employees have the feeling that ‘this is my company.’

So they work whole-heartedly ... If you build the real concept of working together, and the
profit is shared together, then real harmony develops.” (Abrams, 2016, p269)
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challenges organizations are facing. My refocused energy on academics has
helped me better understand this connection.
Self-Awareness

My experiences through the Organizational Dynamics program have
helped prepare me for the developmental journey | have been on. A few versions
of self have emerged throughout my journey, and one of the benefits of being
engaged in the program as long as | have is that | have undergone multiple
transformations along the way. As previously mentioned, multiple frameworks
and points of view have both influenced me at times, and provided rear-view
mirrors to help understand what may have been affecting me at a given time. The
primary benefit of this reflection is the ability to strategize more effectively to
tackle future challenges. To demonstrate this, | revisit a few ideas introduced at
the onset.

Systems theory manifested from a macro perspective in a number of
areas. Intertwined across all threads is the concept of equilibrium, and the
thought that actions taken (or not taken) in one area can manifest as changes or
impacts to other areas in a larger system. Torbert (2004, p19) also helped
illustrate single-loop and double-loop feedback as different territories of
experience. My experiences in the moment, reacting to the feedback (single) and
developing strategies to improve performance (double) have ultimately led to an
enhanced vision of myself (triple) moving forward. This is what | mean when | say
| am better equipped to handle new challenges — my vision of myself has

expanded. Building upon that, my attention has also improved, and | am more
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aware of my intentions given certain triggers. In many ways | have approached
this personal journey of discovery in a similar fashion to my approach to running
a race. What has evolved beyond the strategy and planning is a deeper
understanding of why | run, the benefits it provides me, and how it affords me a
vision for the future. The diagram below helps illustrate the relationship between
these experiences:

Figure 2 (Torbert, 2004, p19)

Single-, double, and triple-loop feedback and
Four territories of experiences

Attention/Intention/Visi
Trivle-loon feedback e cuftensvision

Strateev’ Structure/Goal
Double-loon feedback
Behaviors/Overation
Sinele-loon feedback

Outeomes in outside world

Another framework that helps explain the interactions of personal and
professional change is the concept of action inquiry espoused by Bill Torbert, and
the related concept of action logics. Building on the multiple feedback loop
concept, action inquiry centers on a process of learning. “This learning process is
not a mechanized, automated feedback process producing continuous change,
but is instead a bumpy, discontinuous, sometimes upending, and
transformational kind of learning.” (Torbert, 2004, p89) My own experience with
action inquiry mirrors Torbert and afforded a “widening and deepening vision and
new capacities for learning from single-, double-, and triple-loop feedback in the
moment of action.” (p91) This concept of action inquiry as a form of learning

integrates the development of self at key increments, known as action logics,
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defined as “an overall strategy that so thoroughly informs our experience that we
cannot see it (p66) During particular moments in our lives we are bound by
certain action logics.

Expanding, if we can become aware of these limits, we can reduce
unintentional conflict and misunderstanding. Organizations are full of people
operating under different action logics, and being able to recognize and
understand what may constrain others is a critical step in improving working
relationships. Discussions on action logics center on forward development,
however it is possible for people to regress at times. Much of my story to this
point shares the interactions between action logics as | grapple with the thoughts,
feelings, and reactions of my own transforming decisions.

My recent journey through the neutral zone can be characterized as one
seeking enhanced meaning, growing beyond my inclination at the onset to seek
validation that the path | have chosen is the correct one. Colonna is onto
something — and being lost is part of my path. My journey is something to be
embraced for the learning and developmental impacts, not something to be
shunned or dismissed as failure to make forward progress. All of the steps on the
journey, regardless of direction, influenced the eventual place | now find myself
in.

The personal growth | experienced was not in spite of the challenges and
conflict, but directly influenced by them. To further understand this conflict and
resultant growth | lean on Torbert’s expanded view of Action Logics, and the

practice of action inquiry. “The promise of action inquiry is a new kind of power —
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transforming power — which, paradoxically, emanates from a willingness to be
vulnerable to transformation oneself.” (Torbert, 2004, p8) Throughout my journey
across this neutral zone | was growing beyond the Individualist and starting to
embrace the role of Strategist. The resultant transformation is not possible

without my own willingness to be vulnerable, to change my personal narrative, in

order to experience personal transformation.

Table 1. Seven Ways of Leading (Rooke & Torbert, 2005)

Action Logic

Characteristics

%4 of
Leaders

Effect as
Leaders

1.
Opportunist

Wins any way possiblie, Self-oriented;
manipulative; “might makes right.”

5%

2.
Diplomat

Avoids overt canflict. Wants to belong;
obeys group norms, rarely rocks the boat,

Rules by logic and expertise. Seeks
rational efficiency.

Significantly less
effective at
implementing
organizational
strategies

Achiever

Achieves goals thraugh teams and
with appreciation far outside forces.
Juggles managerial duties and market
dernands.

Effective
manager. Action
& goal oriented.

=
Individualist

Integrates competing personal and
organizational goals. Creates unique

structures to resolve gaps in motivation,
strateqies and performance.

&,
Strategist

Generates organizational and
personal transformations, Exercises the
power of mutual inquiry, vigilance and
vulnerability for both the short and long

7.
Alchemist

Generates social transformations.
Integrates material, spiritual and societal
transformation.

Consistent
capacity to
innovate and
transform
organizations.

Tackling this capstone project helped propel me forward in my journey
across the neutral zone. | began to make sense of the meandering nature of my
journey. This would be my third attempt at completing the project, at putting pen
to paper to create something that represented the culmination of years of study
mixed with practical application. In prior attempts | mistakenly thought | needed a
silver-bullet idea, something new and unique that no one had thought of before,

my gift to the world. With nothing apparent, my early attempts represented a
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start-stop approach and never really gained momentum. With my second attempt
| employed more measures — accountability partners, similar to the workout
buddies | leveraged in my race training — to help keep me on task. | asked a few
people close to me to create deadlines, have check-ins, to apply healthy
pressure to keep me on task. These measures produced a similar result. | had
some topic ideas but lacked the passion, the fire, to bring these to light. | rebelled
against the system | tried to put in place. It was hard to admit this, but looking
back | think the early attempts failed because my approach to the project viewed
the end result, a diploma, in the same way as | had viewed compensation in my
former workplace.

Only this time | was on both sides of the equation. | was both employer
and demotivated employee. | wanted to get it done, complete the project, earn
my credential, so that | could move on and pursue my next great thing. As |
pointed out before, similar to feelings of burnout felt by ER medical professionals,
Navy sailors, and my teams in an ever-shifting business landscape — the lack of
engagement produced poor motivation and a dip in performance. Similar to the
experiences | had while training & running for races. In almost every example |
was lost along the way, and frustrated with my plan.

| thought the only way | could tell this story was if | had a well-executed
plan with documented success and an unflapping trajectory up-and-to-the-right.
A traveler on a steady trajectory would not have meanderings, would not be lost
emotionally along the way, as | found myself at times. | thought that | had to

personify this ideal of traveler, and that | should ignore the emotions distracting
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me from getting the job done. Afterall, myself as the employer thought that myself
as the employee should just be happy with the compensation for the work done
(diploma) and that | should just work hard to complete that task. Thankfully
Colonna helped me recognize, as aforementioned, that being lost could be PART
of the path, and that | had an outdated view of work:
“Aliveness comes from living a life of personal integrity in which our outer
actions match our inner values, beliefs, wishes, and dreams. Work — our
careers, our professions, our jobs — is neither the blissful expression of
deep purpose nor the dreadful obligation that stands in the way of being
ourselves.” (Colonna, 2019, P160).
The emotions were warnings signs that | was not producing my best work. This
realization, along with guidance and encouragement from my trusted advisors,
gave me the courage to look at this journey as the story itself, to tell the story in a
way that welcomed readers onto my path of self-discovery. Asking questions of
myself throughout the journey will make me a better leader, as Colonna
reinforces:
“the leader best able to cut through the miasma of confused and
conflicting emotions, to answer such questions and see the nature of the
reality of the organizations’ triumphs and struggles is best able to calm
and care for the herd.” (p230)
Adding to that, | see wisdom in a declaration from Desmond Tutu that “Courage
is not the absence of fear, but the ability to act despite it.” (Abrams, 2016, p94)

The path did not need to be perfect — in reality the lessons learned and applied,
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successes, failures, struggles, questions asked — the interaction of all of these
made for a far richer story. Most importantly it was my story, and one that |
wanted to tell.

Embracing the Path

This capstone project undoubtedly enhanced my awareness of self. |
entered the program intellectually curious, seeking answers that would help
advance my career and increase my positive contributions. | often joked that |
started my journey because ‘I did not yet know what | wanted to be when | grew
up” — spoiler alert — [ still don’t. What | do know, is that the gift of this program
has been the introduction of topics, skills, thoughts, concepts, people; all that
have pushed and challenged and changed me in ways | did not know existed
before my first day back in the classroom.

This story offered multiple points of view. There were times | was acutely
aware of what was happening around me, when | actively employed strategies
and techniques honed to combat and overcome new challenges. At other times |
reflected back, viewing my journey from analytical lenses, trying to make sense
of why | reacted a certain way at a particular time based on the triggers. It was
during those times that the real learning, the real transformation, took place.
Throughout the process one thing should be apparent: | am a holistically better
person at this point in the journey than when it started. The capstone journey
catalyzed me to accept the courage to leave this neutral zone and embark on a
new and exciting adventure. It also made me recognize the value of the neutral

zone, the value of the transformational experiences resulting from travel along
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the path. The project does not represent an end, as | misled myself to believe at
times. The telling of this story represents another chapter in my journey, a new
beginning, one that | am now ready and willing to embrace. It is my hope that this
story will encourage and inspire others to take a step on a new path and be
willing to be lost along the way.

A good fishing trip is not measured solely on the number of fish landed, a
run can be enjoyable without a PR, a profession is not only as good as the
paycheck, and a personal transformation is more about the journey than the

ultimate destination. Embrace the path.
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APPENDIX 2 — Strengthsfinder: Ideation

STRENGTHSFINDER

Ideation

You are fascinated by ideas. What is an idea? An idea is a concept, the best explanation of the most
event;. You are delighted when you discover beneath the complex surface an elegantly simple concept to
explann why things are the way they are. An idea is a connection. Yours is the kind of mind that is always
looking for connections, and so you are intrigued when seemingly disparate phenomena can be linked by
an obscure connection. An idea is a new perspective on familiar challenges. You revel in taking the world
we all know and turning it around so we can view it from a strange but strangely enlightening angle. You
love all these ideas because they are profound, because they are novel, because they are clarifying,
because they are contrary, because they are bizarre. For all these reasons you derive a jolt of energy
whenever a new idea occurs to you. Others may label you creative or original or conceptual or even smart.
Perhaps you are all of these. Who can be sure? What you are sure of is that ideas are thrilling. And on
most days this is enough.

Ideation Sounds like this:

Mark B., writer: "My mind works by finding connections between things. The other day | was hunting down the Mona
Lisa in the Louvre museum. | turned a corner and was blinded by the flashing of a thousand cameras snapping the
tiny picture. For some reason | stored that visual image away. Then | noticed a NO FLASH PHOTOGRAPHY sign,
and | stored that away, too. | thought it was odd because | remembered reading that flash photography can harm
paintings. Then about six months later | read that the Mona Lisa has been stolen at least twice in this century. And
suddenly | put it all together. The only explanation for all these facts is that the real Mona Lisa is not on display in the
Louvre. The real Mona Lisa has been stolen, and the museum, afraid to admit their carelessness, has installed a fake.
| don't know if it's true, of course, but what a great story.”

Andrea H., interior designer: "I have the kind of mind where everything has to fit together or | start to feel very odd. For
me, every piece of fumiture represents an idea. It serves a discrete function both independently and in concert with
every other piece. The ‘idea’ of each piece is so powerful in mind, it must be obeyed. If | am sitting in a room where
the chairs are somehow not fulfilling their discrete function-they're the wrong kind of chairs or they're facing the wrong
way or they're pushed up too close to the coffee table- find myself getting physically uncomfortable and mentally
distracted. Later, | won't be able to get it out of my mind. I'l find myself awake at 3:00 a.m.”
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