Aaron Douglas Leader of Tomorrow

1. Case Identifier

Client Name: Mark T.

Current Role / Job Title: Learning & Development Leader (Transitioning)
Department: Former Corporate Role (Non-Media)

Training Date: Q4 2025

Industry / Sector: Corporate L&D / Healthcare / EdTech

Engagement Format: Virtual Coaching (Resume + Intensive Interview Prep)
Length of Engagement: Initial Session + Ongoing Follow-Ups

Primary Capacity Applied:
[ Emotional Reference Point
s
L]

[J Priority Compression
[
[] Translation Between People
[J Misalignment Detection

[J Friction Reduction

[] Decision Clarity Under Pressure
[] Structural Thinking

2. The Situation (Before)
What was happening when we started working together?

What was happening when we started working together?

* He has an acting background with strong presentation and people leadership skills.

* Targeting Instructional Design Manager roles.
* Previously unemployed for 7 months; nearly accepted fast-food work to survive.
* Has been laid off three times at the one-year mark due to company reductions.



* Had a negative past resume coaching experience (copy-paste, low customization).
* Applied to 10 roles; 1 rejection at time of first session.

* Averages 7-10 applications per week (cautious and selective).

» Working with recruiting agencies in Florida and Chicago.

* Posting weekly on LinkedIn but lacks confidence in personal branding.
* Uses Copilot and customizes every application carefully.

* Currently enrolled in an 8-week master’s certification program.

* Has grant experience and medical testing industry exposure.

* Prefers mid-to-large corporate environments.

* Under-networked despite strong personality.

* Understands Q4 hiring slowdown and volatile market conditions.

He was intelligent, methodical, and strategic —

but overly cautious and under-leveraged socially.
3. The Core Problem

The real problem was NOT skill.

He has:

* Strong leadership presence

* Translation ability (complex — simple)
* Healthcare exposure

* Grant experience

* Upskilling momentum

* Corporate orientation

The actual problem was:
Selective velocity in a contraction market.
Specifically:

* Application output too conservative

* Underutilized personality in networking

* Brand hesitation despite weekly posting

* Over-methodical customization slowing volume

* Limited market research clarity on where ID Managers are actually being hired
* Repeated layoffs affecting confidence in direction

He was optimizing applications.

But not optimizing exposure.

4. The Capacity Applied (Intervention)

Capacity Used: Structural Thinking + Priority Compression + Timing Intelligence



What this looked like in practice:

* Advised doubling application volume (7—-10 — 15-20 per week)

* Directed industry-specific research into healthcare systems & hospital networks

* Introduced EdTech and Idealist.org as alternative ecosystems

* Clarified Q4 slowdown timing realities

* Encouraged recruiter + labor market data tracking

* Reinforced spreadsheet tracking discipline

* Aligned resume language with healthcare & measurable data (e.g., Abbott updates)
* Addressed personal brand avoidance directly

* Encouraged letting acting-trained personality show in networking

* Positioned grant + medical testing experience as credibility anchors

The goal was not redesigning him.

It was scaling him.

5. Pain Removed (What Stopped)

Before the engagement, his experience included:

* Fear of repeating 7-month unemployment
* Low trust in resume support systems

* Over-cautious submission pace

* Under-networking

* Brand hesitation

* Sensitivity to repeated layofts

* Concern about market volatility

He was operating carefully.

Not aggressively.
6. Pain Replaced With (Internal Shift)

That pain was replaced with:

* Confidence in resume structure and narrative

* Clear next steps for LinkedIn upgrades

* Understanding of market timing (Q4 slowdown awareness)
* Increased application velocity (50+ since session)

* Healthcare system targeting clarity

* Recruiter engagement across states

* Data-driven resume refinements

* Recognition that rejection velocity is normal

He moved from:
“I need to be cautious.”



To:
“I need to expand surface area.”

7. The Result (After)

As a result of the work:

* LinkedIn profile updated

* Resume refined and reuploaded across 9 job boards

* Application volume increased significantly

* 50 submissions post-session

* 10 rejections quickly processed (no paralysis)

* Initial screening secured

* Resume enhanced with measurable data (Abbott updates)
* Tracking system fully operational

Timeframe: Within weeks of engagement

8. Day-to-Day Difference (Now)

He now:

* Tracks every application in a structured spreadsheet
* Targets healthcare systems intentionally
 Understands rejection speed is not personal

* Is scaling output instead of perfecting endlessly

* [s upskilling while searching

* Uses Copilot strategically, not blindly

* [s slowly allowing personality into branding

* Is applying at higher volume in a volatile market

This case reflects methodical talent recalibrated for exposure velocity —
not capability correction,

but strategic expansion in a slow hiring quarter.



