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Introduction/Goals
Wisdom leadership includes ‘the ability to reflect, forgive, and be humble, trustworthy, compassionate, relationship-oriented and positive’ (Wei & Horton-Deutsch, 2022, p.444).  This paper will explore two goals to improve my wisdom leadership through intentional leadership practice. For Albert et al., (2022, p.420), ‘leadership occurs in the space between individuals working together. It is an emergent property of their relationships’. The first section will briefly describe the reflective practices and the event that precipitated the focus, outline each goal and situate them within contemporary literature and course learnings. I will use first-person throughout to embody my reflective vulnerability and the experiential wisdom I have gained through the course. 
The Event
An annual 360-degree review for administrators within the College was conducted at the end of January. These types of evaluation are important because they provide feedback which is a much-needed tool to improve leadership practice. However, it does not employ the Situation-Behavior-Impact (SBI) model which ‘directs the person giving you feedback to stick to
the situation in which he or she observed you, describe your behavior in that situation, and then tell you what kind of impact your behavior had’ (Kirkland & Manoogian, 2007, p.32). The findings of the review were provided during the merit evaluation process with my supervisor just after this course started, almost as an oversight. 
Overall, the findings of the evaluation were excellent with some strongly worded negative feedback from one or two individuals. This was a major surprise to me as there had been no feedback of this nature previously while I have been in this leadership role (three years).  My supervisor dismissed the negative comments as part of growing pains in the College and stated that all the administrators during this evaluation period had received the same brutal complaints. However, I was aware there had been some longstanding personal and professional conflict between a very senior faculty colleague and myself that remained unresolved.  Toxic mentoring occurs when senior faculty deliberately destroy or sabotage the success of relationships, strategies, or overall organizational goals. They do this through manipulation and clique creation of mentees or junior people through power and authority held and valued in their longevity within a role or department (Albert et al., 2022; Wei & Horton-Deutsch, 2022). Unfortunately, the conflict and toxic influences in this situation also involve strategic outcomes and an exit strategy desired by the Dean, and involve human resources and legal frameworks. However, trauma within organizations needs healing too (Wei & Horton-Deutsch, 2022, p. 180).
The results triggered deep emotional reactions, including tears of disappointment. They say a broken spirit is hard to heal (Wei & Horton-Deutsch, 2022, p.472). Quantum leadership observes that reality is complex and unfolding and is a web of interconnected relationships, but that failure is normative (Albert, et al., 2022, p.593, p.600). Fear and negativity are important lessons of our own place within leadership practice development but require that negativity is confronted (p.601). Self-awareness, mindfulness, and intentionality help get to creativity and growth within situations (p.598). Reflective practice ‘helps analyze contradictions in practice-how values align with actions-and make sense of challenging situations’ (Wei & Horton-Deutsch, 2022, p.45).
Through initial journaling and the Collaborative Leadership self-assessment tools. I started to really think about how well I was listening to colleagues who formed part of the Ph.D. steering committee and how little I was delegating to junior faculty. Tool Creating Clarity #7 I create the conditions for brainstorming the strategic issues and actions, tool Building Trust # 3 I protect the group from those who would wield personal power over the collaborative process and tool Sharing Power and Influence #4 I offer people an active role in decision making about matters that affect them really resonated for me.
I was using our meeting times to discuss problems with Ph.D. advising, Graduate School policies, and the limitations of very junior faculty in roles usually held by very senior faculty. I was crisis leading by managing and promoting my vision of student thriving but doing it on my own. I was functioning with a deficit mindset as I was constantly having to ‘put out fires’ related to student concerns with advisers, student desire to leave the program, and overall extreme pressures related to their work-life harmony. The composition of a nursing Ph.D. program workforce is nationally known to be in crisis in many universities with junior tenure track faculty allocated as advisers without advising wisdom, experience, knowledge, or behaviors (AACN, 2022).  This often results in ‘student blaming’ by junior faculty when problems arise, or complexities are encountered within student progression at the doctoral level. 
In the spirit of being vulnerable and acknowledging that I ‘have weaknesses, and [I] could use help’ (Couris, 2020) I reached out to peer colleagues to seek my blind spots and to share the emotional toll of the 360 feedback. I was feeling very stressed, frustrated, and disengaged from the problems expressed by junior faculty as I was carrying a very heavy student progression load and junior faculty had reduced teaching time. It was during this time that the course focused on strategic planning using Appreciative Inquiry (Gottlieb, et al., 2021; Merriel et al., 2022) and empowerment through professional governance structures (Clavelle, et al., 2016). I also read Weston’s (2022) insights on intergenerational workforce need post-pandemic and how leaning into generational differences can improve outcomes. Such leadership can ‘intentionally cultivate a work environment that supports effective [nursing] professional governance’ that emphasizes accountability, professional obligation, collateral relationships, and decision-making (Porter-O’Grady & Clavelle, 2021, p207). 
The combination of structure and behaviors is what influences professional governance as a vehicle for nurse-driven value in healthcare. This understanding translates to a professional nursing academic environment where shared values and leadership are deeply rooted. For nurses as professionals to thrive they need systems, structures, and collaborative processes and communities of practice, using ‘leadership practices that are equity-based, collateral, relational, inclusive and distributive’ (Porter-O’Grady et al, 2022, p18) to enhance professional engagement and support trust. 
I needed to reframe student blaming, confront toxic conflict, model vulnerability within a growth mindset, and create a space for direction, alignment, and commitment within the Ph.D. program. To do this I established two main goals using the SMART goal’s structure: specific, measurable, achievable, relevant, and time-bound (Embree & Kowalski, 2022).
Goal 1: Build relationships with junior faculty by understanding their strengths and weaknesses and developing personal relationships with each faculty. Conduct 1:1 coaching sessions monthly and facilitate intentional connection through non-work conversations at WIN. Create open communication space and meaningful recognition opportunities within the monthly Ph.D. steering meetings. Complete this goal within six months by monitoring interactions, recording and tracking planned and unplanned interactions. Conduct six monthly Qualtrics surveys to evaluate and measure experiences, expectations, needs, and strengths.

Goal 2: Engage Ph.D. faculty in decision-making that matters to them by empowering them to make decisions about the curriculum and pathways to facilitate student success. Delegate Ph.D. intensive week planning and evaluation activities and provide opportunities to give input into the retreat within the next six months. Foster a social and collegial environment during the retreat with food and resources provided by the College. Complete this goal by conducting the retreat using a SOAR analysis and evaluate through a post-event Qualtrics survey. Track interactions, engagement, and input during the retreat by junior faculty and monitor and record toxic-related conflict as appropriate.
Environmental Context 
Faculty relationships occur across Ph.D. program interfaces of committee meetings, 1:1 faculty coaching, student advising meetings, intensive week in-person sessions, conferences or presentations, and intentional retreats. In addition to regular interactions, two larger planned situations were arising: the WIN research conference in Arizona in April, and the following week the in-person Ph.D. Curriculum retreat that I had scheduled and sent a ‘save the date’ for some five months earlier. Those who are in a position to notice planned changes in this environmental context include the Dean, Senior Executive Council, my Supervisor (Associate Dean for Research), senior faculty, faculty, staff, and students. I specifically discussed my development plans with the Dean, my supervisor, and faculty colleagues. Staff (Program Manager) that I work closely with were engaged in discussions and my vision related to meetings, WIN, and retreat planning but they were unaware of the feedback.
My development plan involves a deep understanding that change is always at the edge of chaos and involves diverse opinions, expectations, and behaviors. As a Caritas Coach, I understand that change starts with self-love, mindfulness, and an openness to the expression of positive and negative experiences, emotions, and concerns (Wei & Horton-Deutsch, 2022). Working from within a strengths-based mindset, Appreciative Inquiry, and a desire for authentic connection as an executive leader I set the tone across all of these interaction spaces. I need to pause and listen more to create space for innovation and engagement by others sharing ideas, drawing on my extensive skills of facilitation. I have monitored conflict interactions including the context and recorded them over time to review patterns. 
I have collected ideas and strategies suggested by Ph.D. faculty during the steering committee meetings and planned to include them as inputs into the retreat sessions. I have increased the delegation of key roles across the Ph.D. program such as intensive week planning where I have asked focal area leaders to work with their faculty to partner with me on the development of an experience that meets my target Graduate Qualities (PhD and Higher Learning Commission outcome measures). The intensive week is like planning for a five-day conference every three months and I usually do this alone. In addition, I have asked focal area faculty to evaluate their curriculum with an eye to the future (AACN 2022) to feed into the retreat. I have allocated tasks for the development of advising pathways that support my Caring Science Ph.D. Advising framework I developed and introduced three years ago to faculty never involved before. Finally, I asked junior faculty to consider evidence-based Advising Models and present their findings at the retreat so we could decide together our optimal pathway for the future.
Barriers and Personal Actions 
In addition to the toxic conflict situation and structural and professional resources engaged in that situation identified above I anticipate conflict at almost every interaction. I need to continue with my authentic communication practices by limiting assumptions about each situation. I will continue to reframe and adopt a posture of modeling when those situations arise but I need to also stop reacting to the deliberate tactics of hostility that are employed. By showing resilience and mindfulness I can start to engage other faculty on their own terms. As an introvert, I need to start engaging more frequently in in-person non-work related activities and I can start this at the WIN research conference. I can continue to use my Caritas Coach skills and wisdom leadership to encourage junior faculty participation and I can stop taking over the tasks because it is easier than delegation in complex situations. 
I can also manage my stress and emotional reaction to work and organizational expectations. I can do this by communicating my workload more clearly to my supervisor and by asking the Dean for time allocation during these transitions and changes involving relationship development.
Summary Reflection 
The WIN research conference occurred two weeks ago and at that conference, I engaged with well over 25 individual faculty and students at different times in interpersonal, social, and professional discussions.  I spent more time getting to know each faculty, using laughter and social interactions to deepen my knowledge of who they are and what they aspire to (Albert et al., 2022; Wei & Horton-Deutsch, 2022). Then, I completed the retreat at the end of last week and wanted to share insights about the success and positive engagement of all faculty but especially the junior faculty. The aim of the retreat was To engage members of the Ph.D. steering committee in creating an evidence-based vision for the next 2-3 years for the Ph.D. program.
I commenced the retreat with a roadmap for the day and opened the session with a Caring Science practice of centering conducted by a faculty member with whom I had experienced passive-aggressive behavior. They were very proud to be asked to do this. Next, I asked the group of 30 people to pause and think about a student that had really surprised them and to hold that deeply as they progressed throughout the day. Finally, I asked each person to write down their strengths privately on a piece of paper and hold it in their pocket. I set the tone as strengths-based, forward-leaning, and using Appreciative Inquiry (Gottlieb et al., 2021; Merriel et al., 2022). 
The retreat was structured around a SOAR activity with rotating tables and constantly changing group membership. Each final table reported out on their element (S.O.A. or R). I encouraged reflections, challenges, and deeper whole-group discussions as needed. Next, I invited curriculum feedback from each focal area, empowering each sub-team to share their work and engage in goal-setting as a whole. Finally, over food, we looked to the future with plans and pathways arising from our national discourse and standards around research-focused doctorates in the US. Specifically, I invited the junior faculty group to present a mentoring model and their preferences.
The retreat was exceptionally positive, full of wonderful ideas, goal setting, and short, medium, and longer-term planning and despite the conflict related to a number of those present, I was able to manage the relationships, interactions, and diverse views authentically and confidently. I was able to rapidly diffuse and re-frame conflict. The engagement of our team was enthusiastically high across all faculty members present and those on Zoom. 
Feedback from the retreat was immediate and positive, aspirational, and hopeful. We plan a Qualtrics survey this week and have a follow feedback session in 4 weeks. In the end, we had direction and alignment of a vision I had planned but that vision became nuanced and empowered along the way. This course deepened and augmented the talents and skills I already have but also provided a reset through a focus on reflective practice on some things I had lost sight of due to exhaustive conflict stress and emotional complexity. 
As an INFJ on the Myers-Briggs, I have a paradoxical personality style of less than 2% of the population. I am a deep conceptual thinker, intuitive, empathetic, emotionally relatable yet decisive, and a confident leader. I am also sensitive to criticism yet open to innovation. In addition to my mindfulness and meditation practices to learn about emotions, I have engaged in a Healing with the Arts eight-week course by Dr Mary Rockford. Thank you for this course and the introduction to quantum and caring science-infused executive leadership frameworks that scaffold all sides of my gifts, accumulated wisdom, and blind spots.
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