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POST 1
Eli Oct
In an article by by William Arruda he mentions 9 differences between being a leader and a manager.

1. Leaders create a vision, managers create goals.

2. Leaders are change agents, managers maintain the status quo.

3. Leaders are unique, managers copy.

4. Leaders take risks, mangers control risk. 

5. Leaders are in it for the long haul, managers think short-term.

6. Leaders grow personally, managers rely on existing, proven skills. 

7. Leaders build relationships, managers build systems and processes. 

8. Leaders coach, managers direct.

9. Leaders create fans, managers have employees. 

At the end of the day, leaders and managers have an impact on the work ethic of individuals as well as the organizational culture that influences the overall success of the organization. 

The Missing Piece of NIMS mentions that though operational periods help NIMS operate in a very linear fashion, from the outset of the event through the response efforts and into recovery it forces the event and response efforts into a sort of organized, chronological timeline. While this looks good on paper, every first responder knows that no event is so neatly or quickly organized. I think back to Dr. Starr and Systems Thinking and how perhaps this could be the framework for first responders to have. Responders are confronted with having to understand this utterly confusing problem and then somehow solve it. In short, first-responding incident commanders arrive to a scene of complete chaos. (Renaud, 2012)  Again back to Dr. Starr, Chaotic - Neither knowable nor predictable. When things get too complex, they easily become chaotic. Renaud also mentions that because this is not routinely taught or practiced, first-arriving incident commanders feel a push to end the chaos immediately and if they cannot do so, believe they are ineffective failures. This can result in incident commanders taking action even if they are not quite sure yet what they have or what they should be trying to accomplish. These first actions, taken for the sake of appearing efficient and effective, can lead event response efforts negatively. Systems thinking is a conceptual framework to make the full patterns of the system behavior clearer by seeing the whole structures that underlie complex situations. Systems thinking answers the basic questions (why, what, where, how, who and when) while finding the solution to the problem at hand. The system is interrelated with each other rather than linear cause and effect chains. I think this would be more beneficial as disasters are not linear, things can change that are unexpected and not involved in the initial response plans.

I definitely intend to apply these lessons into my future leadership activities in emergency management especially to engage in sensemaking. As Weick describes it, In order to convert a problematic situation to a problem, a practitioner must do a certain kind of work. He must make sense of an uncertain situation that initially makes no sense. (Renaud, 2012)
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POST 2

Dav Mc
It was a hot summer night in Brooklyn when a police officer was wounded when he exchanged gunfire with another person inside a housing project. My EMS unit was one of the first arriving medical resources. PD had about a three minute lead on us due to radio and dispatcher interoperability delays and had multiple officers on-scene. The cacophony from EMS and PD vehicles, the helicopter overhead, the yelling crowd made it so I couldn’t hear my partner let alone my radio. The swirling emergency lights added motion to everything in a two-block radius. 

As EMS has medical authority on the street, we attempted to assess both the injured officer and the wounded shooter only to have fellow officers cut out the middle person and put the injured member of service straight into our ambulance.  The crowd was clearly incensed by the action on the city response though mercifully, another unit appeared on the other end of the scene to take the other patient. 

I am loathed to tell war stories, but for myself, this one experience was exactly the situation that Renaud qualifies as the edge of chaos. It stands apart from all of my other medical responses. There was group action on all parts, but there was no leader, no management. The sensory overload made the evaluation of information difficult as I recall struggling to determine who was the officer as both patients had multiple uniformed people standing above them. The nature of the injury and the emotion of the scene dictated that decisions must be made quickly. The was actually little management or leadership on my part as we left as quickly as possible, prodded on by a fleet of escort vehicles. I definitely left that shift feeling like a terrible emergency responder. As Renaud states, we are prone to due when we attempt to construct a linear thought process in a non-linear environment (2012).

Though it seems obvious, we should not lose sight that people are the center of all organizations, not money or technology (Garcia, Klingel, Mull, Summers, & Taylor, 2006). Acting to build vision, purpose, and motivation in people is the Army’s definition of leadership (Garcia et al., 2006). One of the key elements in effective leadership is fostering good interpersonal relationships (Garcia et al., 2006). Interpersonal relationships can promote or hinder the office space's culture, which heavily influences productivity (Garcia et al., 2006). Interpersonal skills are the result of clear and honest communication (Garcia et al., 2006). Competency in communication is composed of active listening, writing, and personal interactions (Garcia et al., 2006). 

 

Culture in the workspace is the total of member’s beliefs, assumptions, and values. These traits manifesting themselves as “what is done, how it is done, and who is doing it (Garcia et al., 2006). Goffee and Jones provide an example that relying on consultants to develop leadership undermines your staff's autonomy (2005). Garcia et al. found the reliance on external groups to develop leaders within an organization is largely a staff dissatisfier (2006). 

I found Renaud’s reference to zero responders interesting. Renaud cites that responding resources are already late to the party, and the citizens engaged on-scene are further along in the sense-making process (2012). It is intriguing to consider if the “panic” the disaster myth ascribes to the involved citizen is a mislabelling of the information gathering process on the edge of chaos. 

Cocking suggests that zero responders are looking for accurate information to act upon (2013). The previous strangers are now united by a common circumstance and will act in each other's interests (Cocking, 2013). There are patterns from past disasters where the zero responders worked to organize the chaos. People aided the injured and wounded to the hospital from the Oklahoma City bombing to the Las Vegas concert shooting though the effort was uncoordinated. 

I intend to capitalize on any zero responders present in future leadership roles, giving them the direction of management. While I may enter their shared identity by being in the same physical location, the zero responders are a resource to determine what is going on as well as someone who needs direction for their already occurring actions (go to this hospital, not that hospital). I would imagine that in the time constraints of an evolving disaster, attempting formal leadership may not fit the situation or come off as paternalistic, a characteristic that dissuades participation (Cocking, 2013).  
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