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Soul-of-Fire Change Manager Response
Based on your explanation, I think your elimination process was partly effective in determining the type of change manager that best describes you. However, I found your explanation of how you use your enthusiasm to enhance change rather vague. What are you enthusiastic about? Also, Palmer et al. (2017) elaborate on a plethora of the negative aspects of these “soul-of-fire” managers, some of which include the fact that they get easily bored, they act without permission, they are rarely adaptable, they have a hard time following instructions, and are undisciplined. Do these qualities apply to you as well? If so, since they are negative and may therefore be seen as liabilities to an organization, how do you justify your place in the organization despite these qualities? Therefore, I had a hard time picking out the evidence of the “soul-of-fire” style of management from the experience you explained.
Furthermore, my understanding of what Chapter 12 (Palmer et al., 2017) explains regarding “dropping below the radar” is that sometimes the most impactful change managers may not be the most visible ones and may not even be formally chosen as change managers in the organization. In this sense, Palmer et al. (2017) imply that “dropping below the radar” may be a good thing for change implementation. They support this idea by stating that major organizational changes that are not driven from the top can be as effective as those that are and that less visible change are crucial in initiating and driving change by leveraging “small wins” and initiating others. Meyerson (2001) agrees that the most effective moral leaders often operate beneath the radar and achieve their reforms while attracting little attention by inspiring changes that are barely noticeable but are incremental over time. The gradual accumulation of these changes makes it easier for the employees to participate, which enhances the change management process.
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