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[bookmark: _Toc4865542]ABSTRACT	
The purpose of this study was to explore how self-awareness is perceived to be developed through the executive coaching with senior managers in the South African banking sector.  
The sample comprised 16 senior managers who were selected purposively, being those best qualified to provide the most accurate and effective responses. The study also examined the relevance of emotional intelligence to self-awareness through recognising one’s own emotions and how these influence others through self-awareness self-regulation, social awareness and relationships. 
The study further addresses how application of the Johari Window Framework can increase self-awareness through soliciting feedback and self-disclosure through reflection and being aware of what the different panes mean. The Johari Window can improve the executives’ insight into how they are perceived in the workplace improve their judgement and help to ascertain opportunities for development and growth. It also increases their self-awareness along with the benefits of this increased self-awareness and how it could potentially contribute to them achieving their personal and professional development goals. 
The beneficial effect of executive coaching towards the leaders’ self-awareness development was demonstrated through the leaders’ introspection and reflection, particularly on their innate strengths, and also soliciting feedback from their colleagues.
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[bookmark: _Toc141172731][bookmark: _Toc141172803][bookmark: _Toc141173471][bookmark: _Toc141173537][bookmark: _Toc184011853][bookmark: _Toc4865550]Purpose of the study
The purpose of the study is to explore the development and benefits of self-awareness through executive coaching, as perceived by senior managers in the South African banking sector.  
[bookmark: _Ref25396392][bookmark: _Toc141172732][bookmark: _Toc141172804][bookmark: _Toc141173472][bookmark: _Toc141173538][bookmark: _Toc184011854][bookmark: _Toc4865551]Context of the study
This study explores the experience of senior managers in the banking sector who discuss their perceptions of the development and benefits of self-awareness through executive coaching. Executive coaching has grown into a multibillion-dollar global market in less than three decades because it is a popular leadership development tool where self-awareness is recognised as a building block in executing organisational capabilities with success. (Armstrong, 2011; Athanasopouloua & Dopson, 2018).    
Since it can affect the potential success of business, Self-awareness is potentially a key ingredient for executive coaching.  Self-awareness is defined as “a state: the existence of self-directed attention as a result of either transient situation variables, chronic dispositions, or both”  (Fenigstein, Scheier, & Buss, 1975, p. 522). Recently, Bozer and Joo (2015, p. 39) also defined self-awareness as “the extent to which a leader is aware of his or her strengths and limitations, how others perceive the leader and how he or she makes an impact on others.” 
The relevance of self-awareness to personal development and professional effectiveness has received some attention especially in the area of executive coaching practice.  A survey of 75 members which was conducted at the Stanford Graduate School of Business Advisory Council concludes that an important capability for leaders is to develop self-awareness as a core leadership skill to be competitive in dealing with the complexities of what is happening around them (Daft & Marcic, 2013). 
The results of this survey are supported by the author and psychologist, Daniel Goleman, who explains that there is a link between good leaders and their leadership ability where self-awareness is mastered through emotional intelligence, which is a key ingredient needed to make great leaders (Goleman, Boyatzis, & McKee, 2013). 
Luft and Ingham (1961) developed the Johari Window Framework in 1955 to help leaders understand who they are as people, and to identify their strengths and weaknesses.  This tool is a useful self-awareness tool for helping leaders achieve an understanding of themselves and others. Leaders need to be self-aware by obtaining feedback which highlights what is known and attempts to show what is hidden to the self, and to others; which are important dimensions of self-awareness (Burton & Dimbleby, 2002).
This research study concentrates on the banking industry in South Africa because banks are well developed, mature and this is a highly regulated sector within the South African economy. Banks are significant contributors to the South African talent retention and gross domestic product. According to the World Economic Forum’s global competitiveness report (Klaus, 2016), South Africa is ranked 8th in the financial sector development, out of 140 countries.  Due to the complexity and contribution of banking in the volatile South African political and financial context, it is imperative that leaders develop self-awareness as a key component, which assists with competitiveness within the banking industry. 
The banks approached for this study have been investing in executive coaching for their leadership structures.  One of the benefits of coaching is increasing self-awareness (Eurisch, 2018).  Kinsler (2014) points out that self-awareness is a critical leadership skill for executive coaching, and it is an important tool to support the development of any leadership potential in business. The banking sector invests heavily in developing their talent in training and developing of their leaders, as self-awareness is a key capability for transitioning managers into senior managers (Avolio & Gardner, 2005). 

[bookmark: _Toc4865552]Research problem
The research problem has as its core the exploration of the perceptions of senior managers about the development and benefits of self-awareness through executive coaching. Researchers have called attention to self-awareness to develop better insights into how self-awareness can improve our understanding of the self; however, our knowledge of both self-awareness and executive coaching is limited.  There is inadequate evidence of how executive coaching is used to facilitate self-awareness among senior managers.  This is supported by the fact that executive coaching is considered to be an unknown or has a “black box feel” (Bozer & Joo, 2015). Also, Bozer and Joo (2015, p. 49) state that “the executive coaching literature lacks empirical evidence on what must be essential components of executive coaching”. The current research identifies how the gap can be addressed, especially in respect of self-awareness through executive coaching. 
[bookmark: _Toc4865553]Research objectives
[bookmark: _Toc141172735][bookmark: _Toc141172807][bookmark: _Toc141173475][bookmark: _Toc141173541][bookmark: _Toc184011857]The study synthesises key factors that contribute to the insights and perceptions of how self-awareness is developed through coaching of senior managers, and the perceived benefits of increased self-awareness, related to their own experience in their sector. The specific research objectives are outlined as follows:
a. To investigate how self-awareness develops in senior managers through the coaching process.
b. To explore the role of emotional intelligence in the development of self-awareness
c. To explore the perception of self-awareness through emotional awareness, self-assessment, and development of self-confidence within the Johari Window framework. 
Both a and b (above) identify the perceptions of the development and benefits of increased self-awareness through executive coaching among senior managers in the banking sector which forms the central theme of the present research.
[bookmark: _Toc4865554]Research questions
[bookmark: _Hlk536216690]How is self-awareness perceived to be developed through the coaching process and use of the Johari Window Framework; additionally, what are the benefits of increased self-awareness and what is the role of emotional intelligence in developing self-awareness? 
Sub-questions
1. How do senior managers develop self-awareness through executive coaching?
2. What is the relationship between emotional intelligence and self-awareness?
3. How does knowledge of their Johari Window Framework profile influence senior managers’ self-awareness? 
4. How have the perceived benefits of increased self-awareness among executives in the South African banking sector contributed to their personal and professional development goals?
[bookmark: _Ref25654455][bookmark: _Toc141172736][bookmark: _Toc141172808][bookmark: _Toc141173476][bookmark: _Toc141173542][bookmark: _Toc184011858][bookmark: _Toc4865555]Significance of the study
[bookmark: _Toc141172737][bookmark: _Toc141172809][bookmark: _Toc141173477][bookmark: _Toc141173543][bookmark: _Toc184011859]The overall aim of this study is to explore the perceived benefits of increasing self-awareness through executive coaching of senior managers in South Africa.  This study contributes to the knowledge field  which explores the development of self-awareness and its benefits on the outcomes of executive coaching. Salovey and Mayer (1990) articulated that there is a strong link between emotional intelligence and self-awareness, resulting in an improvement in one’s behaviour. According to Serrat (2017) self-awareness is one of the domains of emotional intelligence resulting in increased recognition of emotions, accurate self-assessment and awareness of self-worth and capabilities.  
Wasylyshyn (2003) pointed out that senior managers reported a 56% improvement in their personal behaviour and 43% improvement in their leadership effectiveness due to increased self-awareness. They observe that the relationships associated with leadership improve significantly with strong alignment to work and family balance. In terms of personal behaviour, it has been mentioned that the following, “listening, tact/diplomacy, collaboration, persuasion and influence” have improved significantly (Wasylyshyn, 2003, p. 100); this reflects the key elements of self-awareness.  
In another study, Johnson (2007) reports that self-awareness is critical because it improves a sense of oneself,  increases greater confidence and builds strong relationships in one’s professional life. Therefore, the findings are of practical significance and provide recommendations on how executive coaching practices could be improved in the banking sector to include self-awareness and its key dimensions. In addition, it is expected to show how they can support and grow senior managers for organisation effectiveness in the banking industry. It is expected that some of the basic principles of the findings will find application in other business sectors as well. 
[bookmark: _Toc4865556]Delimitations of the study
The research study is limited in scope in terms of the participants’ work experience. The minimum work experience for sample selection was two years at senior management level, and this could be perceived as narrow in focus. Further, this study is limited to those banks in South Africa that are listed on the Johannesburg stock exchange.
i. Participants in the research study had to be in senior management roles.
ii. The study was limited to self-awareness as a part of leadership skills and did not include other leadership skills.
iii. Participants must have experienced executive coaching in the last two years and have completed a minimum of six coaching sessions of a minimum of 60 minutes each. 
iv. Performance criteria and business outputs were excluded from the study.
v. The scope and applicability of this research was limited to South African banks. 
[bookmark: _Toc141172740][bookmark: _Toc141172812][bookmark: _Toc141173480][bookmark: _Toc141173546][bookmark: _Toc184011862][bookmark: _Toc4865557]Definition of terms
	Term
	Definition
	Reference

	Emotional Intelligence
	The ability, capacity and skill to understand the self and others’ emotions, their root cause and how this affects relationships with others.
	(Emmerling & Goleman, 2005; Serrat, 2017)


	Executive Coaching 
	Self-awareness and the practice of new behaviour which facilitates the acquisition of new skills, perspectives, tools and knowledge through support, encouragement and feedback in the organisational context. 
	(Kombarakaran, Yang, Baker, & Fernandes, 2008)

	Johari’s Window Framework
	A communication tool used to improve understanding through a feedback model which highlights that which is known to and hidden from the self and others.
	(Chang, Chen, Huang, & Yuan, 2012; Luft & Ingham, 1961)


	Self-awareness
	While awareness is knowing what’s happening around you, self-awareness is knowing what you are experiencing. Self-awareness is the ability to know what you are doing as you do it and understand why you are doing it.
	(Snowden, 2002).  


[bookmark: _Toc141172741][bookmark: _Toc141172813][bookmark: _Toc141173481][bookmark: _Toc141173547][bookmark: _Toc184011863][bookmark: _Toc4865558]Assumptions
[bookmark: _Toc141172742][bookmark: _Toc141172814][bookmark: _Toc141173482][bookmark: _Toc141173548][bookmark: _Toc184011864]The study made the following assumptions to limit the scope of the research and focus the research on the defined outcomes.  The participants in this purposively selected sample are 16 senior managers within the banking industry.  Based on the literature (Denzin et al 2006), the sample is deemed to be big enough to provide rich data for this qualitative research.   It was assumed that senior managers were able to perceive what they gained in respect of self-awareness from executive coaching and that they could express this verbally.
It has also been assumed that Johari’s Window is the relevant theoretical framework to provide a development tool to assist with enhancing self-awareness.  
Conclusion
The above chapter covered the research problem, objectives and questions.  The significance of the study outlined the contributing to the knowledge field through exploring the development of self-awareness and its benefits on the outcomes of executive coaching.  The delimitations and assumptions have been outlined.  

[bookmark: _Toc4865559]LITERATURE   REVIEW
[bookmark: _Toc141172743][bookmark: _Toc141172815][bookmark: _Toc141173483][bookmark: _Toc141173549][bookmark: _Toc184011865][bookmark: _Toc4865560]Introduction
[bookmark: _Toc141172744][bookmark: _Toc141172816][bookmark: _Toc141173484][bookmark: _Toc141173550][bookmark: _Toc184011866][bookmark: _Ref35876276]The literature review crystallises major themes which clarify the area of study before relating these to themes which emanated from the responses of senior managers in the banking sector. The study involves: (1) exploring the perceived development of self-awareness (including four self-awareness dimensions and emotional intelligence); (2) determining the perceived benefits of self-awareness through executive coaching. This study contributes to the body of knowledge in the areas above concerning the senior managers working in the banking sector in South Africa. 
[bookmark: _Toc4865561]Background discussion
[bookmark: _Toc141172745][bookmark: _Toc141172817][bookmark: _Toc141173485][bookmark: _Toc141173551][bookmark: _Toc184011867]Over the past few decades, there has been extraordinary interest in executive coaching (Dahling, Taylor, Chau, & Dwight, 2016; de Haan, Culpin, & Curd, 2011; Grant, 2013; Hall, Otazo, & Hollenbeck, 1999). In the past, executive coaching has been a field of study practised in the arenas of business and academia.  However, recently, it has had unprecedented popularity in the former arena because executive coaching is now used as a development tool in organisations and has become relevant to how organisations plan to build human resources (Bozer, Sarros, & Santora, 2014). Generally, within organisations, the coachee’s goal is to refine and enhance their current positions to be promoted into senior management positions (Kampa-Kokesch & Anderson, 2001).
Stober and Grant (2006) define coaching as goal setting to ensure change while specifically referring to the relationship and the systematic processes used in transforming organisations.  In addition to the relationship and goal setting, it is necessary to focus on personal, and business improvement as this is also seen as important (Kilburg, Sullivan, & Mathiason, 2006; Stober & Grant, 2006; Witherspoon & White, 1996).  Improving the client’s professional performance contributes to organisational success, resulting in a measurable impact on the bottom line and business outcomes.   Various definitions point out multiple interpretations of what constitutes executive coaching. Joo, Sushko, and McLean (2012) describe coaching as a relationship where behavioural techniques are used to assist with achieving goals aimed at improving performance.  
Hall et al. (1999) and Dahling et al. (2016) take the perspective that the coaching relationship benefits primarily the individual’s self-awareness and behaviour, where a Socratic-based dialogue is used to stimulate the client’s self-awareness and personal responsibility. This has gained such currency that Sherman and Freas (2004) built on the theories expounded in Hall et al. (1999). They suggest that the prime reason why executive coaching has received the spotlight in the past ten years is because of its importance to the concept of self-awareness; they suggest that this results in producing learning, behavioural change, and growth. 
Self-awareness is a key component which has been linked to increased leadership performance (Goleman, 2004).  Grant (2013) notes that self-awareness is an important enabler of leadership skills. The goals of executive coaching are diverse and offer a range of perspectives that seek to shape the practice differently.  The literature review, therefore, identifies the key findings of research in this complex and diverse field to inform the research analysis and the design of an instrument to obtain the perceived insights of executive coaching amongst senior managers, especially concerning this invaluable asset of self-awareness.
[bookmark: _Toc4865562]Self-awareness
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According to Baumeister (2005), self-awareness concerns the anticipation of the perception of others and evaluation of oneself and actions. It relates to collective beliefs and actions and being concerned about how others evaluate one.  Not only must leaders be aware of how they perceive themselves, but how others perceive them as well. This is referred to as ‘other awareness’ (Baumeister, 2005; Mayer, Salomey, & Caruso, 2004). According to Palmer (2014), self-awareness requires one to be self-reflective about the assumptions of others.

Ladkin (2008) shared an approach of developing successful leaders’ “true-self” through self-awareness and described how this creates congruence between leader aspirations and follower performance. There is a growing awareness in this area, and in studying self-awareness, George (2010) is of the view that self-awareness is the starting point of leadership.  Self-awareness is a mindset which resonates in today’s world. It revolves around the fact that modern leadership is not about exerting power over others or exhorting them to follow (Schneider & George, 2011).  Leaders should take advantage of the opportunity to empower others to step up and lead themselves and, on this trajectory, to learn to become self-aware. 
Frisch (2001) states that executive coaching is an intervention which is designed to support professional growth within an organisation and leadership skills could contribute to personal growth and thereby increase self-awareness.  Avolio, Luthans, and Walumbwa (2004, p. 4) point out that authentic leaders are “those individuals who know who they are, what they think and behave and are perceived by  others  as  being  aware  of  their  own  and  others' values/moral  perspective,  knowledge,  and  strengths; aware of the context in which they operate; and who are confident,  hopeful,  resilient,  and  of  high  moral character.” Hoch, Bommer, Dulebohn, and Wu (2018) further emphasise the importance of self-awareness as this competent can assist leaders to transcend transformational leadership.
Quick, Macik‐Frey, and Cooper (2007)  say that coaching uses an interpersonal approach which fosters self-awareness through the introspection of deep interpersonal communication which uses core skills for building confidence and that body language plays a role in self-awareness.   According to the Ridler Report, Mann (2013) has an opposing view that self-awareness is difficult to define since awareness is knowing what is happening around you, but self-awareness is knowing what you are experiencing, and sometimes, it is hard to tell what you are experiencing. However, others share the view that self-awareness is the ability to know what we are doing as we do it and to understand why we are doing it (Snowden, 2002) which is one of the core concepts of leadership.

[bookmark: _Toc4865564]Self–Awareness Theory
Self-Awareness Theory emerged during 1970 in the work of psychologist Shelley Duval, who saw self-awareness as “self-focused attention and self-regulation” (Pyszczynski & Greenberg, 1987, p. 122).  This interest has continued and evolved to self-awareness being the focus on one aspect of the meaning of the self (Tacikowski, Berger, & Ehrsson, 2017). This is found in the work of Gill, Ramsey, and Leberman (2015) who share a view that it is the ability to perceive and accept oneself that is truly important.  Also, they state that if self-awareness is the only focus, that this could be flawed, and it is important to have parameters and judgement (Gill et al., 2015). Moreover, in his theory of the objective self–awareness, Wicklund (1975) emphasises the conscious attention towards the self and the environment as a key foundation to understanding self-awareness. The work of Salovey and Mayer (1990) has contributed to the thinking of authors, such as Goleman, and other colleagues. 
It would be remiss to think of self-awareness without emotional intelligence, where Goleman et al. (2013) describes self-awareness as paying attention to one’s words and actions and the effect they have on an observer.  Goleman has been a key influence in Emotional Intelligence (EQ) over many years.  Goleman, Boyatzis, and McKee (2002) view self-awareness as an influence of one’s own behaviours on others and their behaviours on oneself, to increase one’s own self-awareness.  
Goleman et al. (2013) and Goleman and Boyatzis (2017) identified four major components of EQ; that is:
i. Self-awareness 
ii. Self-management 
iii. Social awareness 
iv. Relationship management
These four domains are illustrated in Figure 1 (Goleman & Boyatzis, 2017, p. 2).  
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	Coach and mentor

	
	
Achievement orientation
	
Organizational awareness
	Conflict management 

	
	
	
	Teamwork

	
	Positive outlook
	
	Inspirational leadership 


[bookmark: _Toc12196109]Figure 1. Emotional Intelligence Domains and Competencies (Goleman & Boyatzis, 2017)

Self-awareness is an “individual’s ability to assess other’s evaluations of the self and to incorporate these assessments into one’s self-evaluation” (Atwater & Yammarino, 1992, p. 132). To clarify this further, Bagshaw (2000) articulated self-awareness as a deep understanding of one’s strengths, weaknesses and motivations.  Goleman (2004, p. 3) defines self-awareness as “the ability to recognise and understand your moods, emotions, and drives, as well as their effects on others”.  
[bookmark: _Toc512327608]Self-awareness enables an individual to identify their feelings and thoughts that are influenced by and influence situations (McAndrews & Hansberry, 2018).  Self-awareness is a key component of self-development (Gibson & Foster, 2007).  Gill et al. (2015) point interestingly to the notion that to develop awareness, one needs to look beyond the immediate and interpret what is happening around them. 
Goleman (2004) identifies three hallmarks of the self-awareness dimension, which are emotional self-awareness, accurate self-assessment and self-confidence.  Covey (2006) notes that while we judge ourselves by our intentions, we judge others by their behaviour.  Covey (2006) identifies four dimensions of self-awareness: 
i. awareness of what others say and think about you
ii. awareness of your own thoughts and feelings about yourself
iii. awareness of who you really are 
iv. awareness of what you want to become
These concepts highlight, not only perceptions of what and who we are, but also our knowledge of the ideal and real selves which in turn, have direct reference to what stands at the foundation of the construction of the Johari Window Framework.  
[bookmark: _Toc4865565]Johari’s Window Framework
Dimensions of self-awareness can also be explained through using the Johari Window Framework, as originally explained by Luft and Ingham (1961), which differentiates between self-knowledge as known to the self and known to others.  The following is a diagrammatic view, taken from Burton and Dimbleby (2002, p. 85).	
[image: ]
[bookmark: _Toc12196110]Figure 2 - Johari's window Framework (Burton & Dimbleby, 2002, p. 85)  
The concept of the Johari Window Framework is likened to a human personality with four panes referred to as four quadrants, as can be seen in figure 2.
There are four panes, pane 1 represents the open self which is called the public area; individual, known both by themselves and the group. The exchange between individual and group is open and sincere.  The second pane of the window is often referred to as the blind spot in which the individual may not know about themselves what others know about them. The third, refers to the hidden self and could be viewed as our secret area, in what the individual knows about themselves, but others do not know about them through keeping a facade. The fourth pane is the undiscovered self which is referred to as their dark area; this is what the individual does not knows about themselves and which has been undiscovered by others. This window framework can be described as a tool for excavating self-awareness due to the individual not being fully aware of all aspects of the self and  this can contribute  not  only to personal development but also to relationship building (Washington & Cox, 2016).  
For this research, the view of the individual is that of the senior manager who will be the respondent of the coaching. In this way, the model allows a different dimension of the self to be conceptualised in each box as shown in Figure 2.  The open pane states what I know about me is what others know about me is the starting point of the coaching engagement, through dialogue between the coach and coachee where the coach will ask questions to minimise the blind pane that is others know about me which I do not see.  A way of reducing the size of the blind spot and unknown panes is potentially through the self-reflection opportunities presented in coaching.  In expanding the unknown area, this is to increase self-awareness linking how the hidden area gets smaller (e.g. by self-disclosure and asking for feedback) with the process of executive coaching. See Bergquist (2009) for discovery, acceptance and engagement through coaching to access pane four.  Finally, the only thing left is the unknown to develop new attributes, skills, and strengths.
[bookmark: _Toc4865566]Benefits of Self-awareness 
On self-awareness, Carl Jung (cited in Hannah & Alexander, 2013, p. 1) maintained that “there is no cure and no improving of the world that does not begin with the individual himself.” The centrality and value of self-awareness in the process of transformation is clear.
[bookmark: _Hlk2007176]The identified benefits depict how self-awareness can contribute to senior managers’ development. Hannah and Alexander (2013) clarify the different aspects of the benefits of positive self-awareness in the following way:
i. Understanding own strengths and weaknesses
ii. Awareness of own emotions, their impact and using emotions to solve problems
iii. Winning followers through developing trust
iv. Using self-awareness to ensure commitment of employees
v. Recognising and using emotions to improve relationships

As viewed by Wales (2002, p. 277), self-awareness, with communication skills, has numerous benefits and the coaching literature can facilitate these benefits, as outlined in figure 3.
[image: ]
[bookmark: _Toc12196111]Figure 3 - Self-Awareness Benefits (Wales, 2002, p. 277)
Figure 3 illustrates the potential benefits of self-awareness. Learning to be self-aware is not always easy. Self-awareness and confidence through communication skills lead to various positive outcomes, which are outlined in figure 3 (Wales, 2002). They are:
Assertiveness:  Understanding of limitations and boundaries when the senior manager can say no and they allow themselves to operate in a position of respect. They do not feel that if they are self-aware that they will get taken advantage of in these situations.
Understanding Differences:  Openness to be self-aware and make others feel supported and accepted as a valued team member by valuing new ideas, thoughts and different points of view.
Stress Management: The ability to have self-awareness of what are the problems that seniors’ mangers are faced with emotionally, and how to react to these stressful situations. 
Work-Life Balance:  Self-awareness in respect of the business environment and the ability to accommodate a work-life balance to keep focus and discipline in their personal life.
Leadership and Management: Overall, the senior manager must be self-aware of their strengths and weaknesses for improvement and growth.
In addition to the work of Wales (2002) which provides outcomes, the Johari Window Framework illustrates areas of the self of which one is conscious and other areas of the self of which one is unconscious.  Emmerling and Goleman (2005, p. 120) view is that individuals have a “capacity to be true, as the saying has it, ‘to thine own self be true’”. Wilber (2001) illustrates that an individual grows with the evolution of their consciousness, it unfolds a level of awareness, resulting in a different view of themselves and others. 
[bookmark: _Toc4865567]   Propositions
This study is designed around the observation that there are some perceived development and benefits of self-awareness through executive coaching (of senior managers in the South African banking sector). Before the propositions are arrived at, it is necessary to consider the sub-questions which arise out of this area of research.
The research questions and sub-questions are:
1. Do senior managers develop self-awareness through executive coaching?
2. What is the relationship between emotional intelligence and self-awareness?  
3. How does knowledge of their Johari window Framework profile influence senior managers’ self-awareness? 
4. How does increased self-awareness among executives in the South African banking sector contribute to their personal and professional development goals?
[bookmark: _Hlk4780746]Therefore, the four research propositions are:
a. Self-Awareness is developed through and is an outcome of, executive coaching 
b. There is a positive relationship between self-awareness and emotional intelligence.
c. Knowledge of the Johari Window Framework profile influences self-awareness through reflection and feedback. 
d. Self-awareness results in achieving personal and professional goals, increasing communication skills, influencing awareness, reducing stress, being less assertive, improving work-life balance. 
[bookmark: _Toc4865568]Conclusion
This section has reviewed the literature on the definitions of coaching and considered multiple perspectives about the development and benefits of self-awareness through executive coaching. 
[bookmark: _Toc141172754][bookmark: _Toc141172826][bookmark: _Toc141173496][bookmark: _Toc141173562][bookmark: _Toc184011878][bookmark: _Toc4865569]RESEARCH METHODOLOGY
In Chapter 3, the research methodology and approach, design and data collection process are based on the literature review which has been explored and presented above. The data analysis method is also explored, and the possible limitations of the research listed.
[bookmark: _Toc141172755][bookmark: _Toc141172827][bookmark: _Toc141173497][bookmark: _Toc141173563][bookmark: _Toc184011879][bookmark: _Toc4865570]Research approach
[bookmark: _Toc141172756][bookmark: _Toc141172828][bookmark: _Toc141173498][bookmark: _Toc141173564][bookmark: _Toc184011880][bookmark: _Ref25574737]An inductive approach was adopted, which is associated with qualitative research (Saunders, 2012). The qualitative approach provides a deeper meaning and creates the space for respondents to engage and share in a more contextually relevant manner. Qualitative research attempts to gain an understanding of opinions and to dive deeper into problems. Saunders (2012, p. 83) presents the research “onion” illustrated in figure 4.  
The “onion” in Figure 4 illustrates the multiple factors which a researcher must consider in determining the approach and typology of the research. These factors include the research philosophy, the approach to be followed, the research strategies employed, the timelines over which the research will be conducted, and it will need to consider the data collection techniques and methods.  
The research onion is used as the basis of the research design in this study with the focus being on the inductive approach and interpretivism, as circled on figure 5.
[image: ]
[bookmark: _Toc12196112]Figure 4 - The Research Onion (Saunders, 2012, p.83)

[bookmark: _Toc4865571]Research design
[bookmark: _Hlk512623753]This study followed an interpretivist philosophy, as the qualitative research data gathered was interpreted to understand the context of the coaching initiative perceived by the senior managers in each bank in relation to the development of self-awareness.
This study followed an inductive research approach as the research sought to use the understanding of the context gained to infer intention as it was dealing with the perceptions of the senior managers.
The research time horizon was inherently cross-sectional, as the perceptions of the senior managers were discussed at one point in time, as opposed to over a length of time. This research data was collected primarily using semi-structured interviews which was followed by questionnaire based on the Johari Window framework with 20 targeted questions as the researcher needed to obtain multiple perspectives for more complete understanding of answering the research question, by further gathering individual perspectives. The timing occurred concurrently; the   survey was immediately sent after the interviews. 
[bookmark: _Toc4865572]Data collection methods
[image: ]
[bookmark: _Toc12196113]Figure 5 - Forms of Interviews (Saunders, 2012)
Figure 5 outlines the interview approach that was followed with the boxed blocks detailing the dual design of the interview approach for a web-based questionnaire built on the theory of the Johari Window Framework. This survey uses the university online services “Qualtrics” which was utilised as a pre-questionnaire. It was sent via an email with the link for the participants to complete the survey. The one-to-one, face-to-face semi-structured interviews were subsequently conducted, where confidentiality was maintained when producing the results.
Denzin, Lincoln, and Giardina (2006) suggest that semi-structured interviews are appropriate when it is necessary to understand the construct that the interviewees use as a basis for their opinions. 
Saunders (2012) states that for semi-structured interviews, an interview guide is developed with sets of open questions that are prepared in advance for the interview session.  
There is a risk regarding interviews not being well managed in terms of the timing of the interviews.  In this case, the interviews were conducted in a relaxed environment, free of any forms of pressure for respondents.  
[bookmark: _Toc141172757][bookmark: _Toc141172829][bookmark: _Toc141173499][bookmark: _Toc141173565][bookmark: _Toc184011881][bookmark: _Toc4865573][bookmark: _Ref25556716]Population and sample
Population 
[bookmark: _Toc141172759][bookmark: _Toc141172831][bookmark: _Toc141173501][bookmark: _Toc141173567][bookmark: _Toc184011883]The population consisted of all senior managers in the banking sector. The senior managers are responsible for business functions, operate as functional heads or serve as regional or general managers who report directly to an executive of the bank. They have middle managers and first-level managers who report to them. The sample frame was limited to South African banks listed on the Johannesburg Stock Exchange.
[bookmark: _Toc4865575]Sample and sampling method
[bookmark: _Hlk4338369]The selected sampling approach was purposive in that the settings of the banking sector and senior managers are deliberately selected due to the importance of the information they could provide (Carmichael & Cunningham, 2017; Teddlie & Yu, 2007).  Holloway and Wheeler (2002) point out that the sample size does not necessarily influence the importance or quality of the study.  The sample was 16  senior managers from four banks, who were accessible and willing to be interviewed (Creswell, Plano Clark, Gutmann, & Hanson, 2003).  Managers were selected who had experienced executive coaching in the past two years.  Hair (2007) indicates that purposeful sampling is best used when participants are selected who may be best qualified or positioned to provide the most accurate and effective response. 
	Criteria
	Selection

	Employed by banking sector 
Received executive coaching in previous two years (6 coaching sessions X 1hr each)

	12 Females
4 Males



[bookmark: _Toc12196107]Table 1. Respondents
[bookmark: _Toc192401336][bookmark: _Toc4865576][bookmark: _Ref25485698][bookmark: _Toc141172760][bookmark: _Toc141172832][bookmark: _Toc141173502][bookmark: _Toc141173568]Research instrument
[bookmark: _Toc192401337]The research instrument was a web-based questionnaire entitled “Johari Window Framework Self - Awareness” which was hosted on the Qualtrics platform. This was closed questions which the participants were requested to complete the web-based questionnaire before the face-to-face interview, and this would take between 10 – 15 minutes to complete. However, it proved impossible to persuade any of them to do this, but ten did complete the questionnaire after the interviews. The web-based questionnaire is available in Appendix A. 
A semi-structured interview guide is listed in Appendix B where respondents provided their insights into the key research questions. Hair (2007) suggests that with the data gathered from probing questions used in an interview, thematic analysis leads to highly insightful narratives. The interview guide was developed using semi-structured open questions from the theory and discourse bases of the literature review. When conducting the interview, the use of open-ended questions using interrogatives such as “what”, “how” and “why” was adopted. 
The interview schedule was piloted with colleagues in similar managerial positions to review the open questions which were then adapted, adjusted and updated. The first question on the interview schedule was to initiate and give impetus to the conversation between participant and researcher/interviewer and as a “warm-up” allowing short questions to get to know each other, including setting up the expectations for the 60-minute session.  
An audio recorder was used for the interviews which were later transcribed. Qualitative research is generally focused on making sense of social phenomena based on people’s experience and perceptions (Denzin et al., 2006).The interview schedule had a note column to take additional notes to capture any new questions which might have arisen. It is noted that active listening on the part of the researcher is critical, along  generally with no interruptions, to allow the respondent to express their views (Creswell et al., 2003).  

[bookmark: _Toc4865577]Procedure for data collection
[bookmark: _Ref25020491][bookmark: _Ref25646398][bookmark: _Toc141172761][bookmark: _Toc141172833][bookmark: _Toc141173503][bookmark: _Toc141173569][bookmark: _Toc192401338] A plan was put into place to assist with the data collection procedure. Senior managers were contacted, firstly through a personalised letter via an email, sharing the context of the research and requesting permission for the interview.  This was followed up by a telephone call giving content and clarity on the request for the interviews and assuring the interviewee of confidentiality.  See Appendix C for the letter of invitation sent to respondents, including confidentiality clauses. 
A 60-minute face-to-face interview session was scheduled. During the interview session, an interview schedule was used with open questions which allowed the interviewee to answer in  their own words, providing opportunities to probe further to understand and make meaning (Bell & Bryman, 2007). In the semi-structured format, the interviewer had a set of questions on a topic that was covered. As new questions emerged, the interview schedule was adjusted, especially during the pilot test phase.  All changes were written down to leave room for probing, to introduce new questions into the process.  
The transcribed interviews were kept in a password protected cloud environment and were accessed when required. The critical evaluation of relevant literature including a comparison of different sources was used when assessing changes to the interview guide (Creswell et al., 2003). 
Then the Johari Window Framework questionnaire was inputted into Qualtrics with twenty closed questions a   web-based link was sent out to the participants to be completed. This was sent post interview, and which took them between 10 -15 minutes to complete. The purpose of the Johari Window Framework questionnaire was to determine or identify the shift in the area of self-awareness after the executive coaching.
[bookmark: _Toc4865578]Data analysis and interpretation
The study used two data collection methods, semi-structured interviews, and a web-based link using Qualtrics. 
The analysis of qualitative data was performed  first on a large wall  using flipcharts to enable the researcher to see key themes. The key themes and variables were read and re-read and analysed so that they could be summarised (Carmichael & Cunningham, 2017).  The core themes were clustered using a descriptive code, for example, definition of self-awareness, introspection, tools, practices, this was followed by looking at what meaning the data had, especially about the implications for executive coaching and self-awareness and how this aligned to the propositions.
The researcher listed on the flipchart the core themes and coding using colours which started immediately after each session began. “First impression” codes were deliberately  being used, as suggested by Saldaña (2015)  so this was not attempted after the fieldwork was completed but as soon as the data emerged .  This process was the initial coding using the multiple colours. Then coding for identified key themes was attempted. Through repeated examinations by using flipchart paper and using images and text on paper to cluster the data into themes represented the first stage of analysis. Then this was analysed, and the results were calibrated and cross-referenced with the issues that had been gleaned in this area from the literature review.  It is noted that patterns are characterised as (Saldaña, 2015, p. 6):
i. “Similarity (things happen the same way)
ii. Difference (they happen in predictably different ways)
iii. Frequency (they happen often or seldom)
iv. Sequence (they happen in a certain order)
v. Correspondence (they happen about other activities or events)
vi. Causation (one appears to cause another)”
These findings are presented in Chapter 4. The outcome of this analysis is reported in a way which reviews the range of themes expressed on the topics covered.  The conclusions of this research study are also set out. 
The second set of data was collected via Qualtrics and exported onto an Excel spreadsheet. The scores were manually calculated for the 10 respondents that took the test online. The scores were calculated manually for each person then plotted on the Johari Window Framework. 
[bookmark: _Toc4865579]Limitations of the study methodology 
[bookmark: _Ref25473012][bookmark: _Toc141172762][bookmark: _Toc141172834][bookmark: _Toc141173504][bookmark: _Toc141173570][bookmark: _Toc184011886]It is recognised that there are several limitations that should be taken into consideration during this study. Due to the purposive sampling, as well as subjectivity of the small sample (Goeken & Börner, 2012) of a very specific group of people in specific circumstances, who have opted to have executive coaching, these findings should not be generalised to other settings, but rather seen as a contribution to the academic discourse on the perceptions and benefits of self-awareness within this sector. At the same time, it must be pointed out that a similar design could produce credible results about the same phenomenon in many other sectors of business. This must constitute another valuable aspect of the present study.
[bookmark: _Toc4865580]Validity and reliability
The following are eight considerations as outlined by Tracy (2010, p. 840) shown in Table 2 test whether the entire research process was rigorous. 
	Criteria for quality (end goal)
	Various means, practices and methods through which to achieve
	Comment on this study’s application of each criterion

	



Worthy topic
	Relevant
	This study explores the experience of senior managers in the banking sector who discuss their perceptions of the development and benefits of self-awareness through executive coaching. Executive coaching is a popular leadership development tool where self-awareness is recognised as a building block in executing organisational capabilities.

	
	Timely
	Executive coaching is currently a developing field in business and academia.

	
	Significant
	Within the South African political and financial context, it is imperative that leaders develop self-awareness as a key component, which assists with competitiveness.

	
	Interesting
	Relevant and adding to the literature

	





Rich Rigor
	Theoretical constructs
	Uses Emotional Intelligence, Johari’s Framework and the benefits of self–awareness.

	
	Data and time in the field
	Interviews conducted between November 2018 and February 2019.
The qualitative research interview guide was used to conduct the interviews.

	
	Sample(s)
	Senior Managers

	
	Context (s)
	Banking

	
	Data collection and analysis processes
	The semi-structured interview guide was used to conduct interviews. Information was transcribed and analysed manually focusing the themes and comments organised with flipcharts.  
The period between fieldwork and the
development of field notes was two months. There were  16 interviews that were semi-structured, and length of interviews was 60 minutes. The objectives of the study were explained to the respondents. Anonymity and confidentiality were guaranteed using pseudonyms.

	


Sincerity
	Self-reflexivity about subjective values, biases and inclinations of the researcher(s)
	The quotations were reported based on respondents’ voice. I am a coach and had to be mindful of my own bias and how the respondents viewed my body language during the interviews. I had to be mindful not to draw conclusions or make judgements to what they were saying even if I did not agree. This was a difficult process for me to hold back my subjective views.

	
	Transparency about the methods and challenges
	Participants were fully informed with a confidentiality agreement. They had the opportunity to accept or decline the interview.  

	




Credibility
	Thick description, concrete detail, explication of tacit (non-textual) knowledge and showing rather than telling
	Findings were from respondents sharing their views, of their own experiences and examples.   
Themes were used.

	
	Triangulation or crystallisation
	The Johari Window Framework questions are was used for triangulation, with 10 responses. 

	
	Multivocality
	All sixteen voices were included in the findings. 

	
	Member reflections
	Respondents reflections were noted in the findings. 

	



Resonance
	Naturalistic generalisations
	While there is a lot of rich data available these findings should not be generalised to other settings, but rather seen as a contribution to the academic discourse on the perceptions and benefits of self-awareness within this sector.
 At the same time, it must be pointed out that a similar design will produce credible results about the same phenomenon in many other sectors of business. This must be another of the valuable aspects of the present study.

	
	Transferable findings
	The qualitative data conducted was semi-structured interviews and the researcher analysed the contexts and the results can be used in other industries.

	

Significant contribution
	Conceptually/theoretically
	This adds to the body of knowledge for both coaching and self-awareness. 

	
	Practically
	The findings are of practical significance and provide recommendations on how executive coaching practices could be improved in the banking and other industry sectors. 

	
	Morally
	Due to confidentiality, there was no harm to participants who in addition, were given the option to opt out at any time. 

	
	Methodologically
	Qualitative 

	




Ethical
	Procedural ethics (such as human subjects)
	Approval from the University ethics board. Participants consented to participants were verbally debriefed and had an opportunity to ask questions. 

	
	Situational and culturally specific ethics
	Diversity in the group, able to draw from multiple perspectives.

	
	Relational ethics
	There were no power imbalances between the researcher and the respondents.

	
	Exiting ethics (leaving the scene and sharing the research)
	Researcher offered to share the research once it was completed.

	
Meaningful coherence
	Meaningfully interconnects literature, research questions/foci, findings and interpretations with each other
	Research has consistently linked the literature, research and findings and ensure consistency back to the research propositions.  


[bookmark: _Toc12196108]Table 2 - Eight "Big Tent" criteria (Tracy, 2010, p. 840)
[bookmark: _Toc141172764][bookmark: _Toc141172836][bookmark: _Toc141173506][bookmark: _Toc141173572][bookmark: _Toc184011888][bookmark: _Toc4865581]Internal validity
Cozby (2012) explains that reliable research must possess internal and external validity. Internal validity was done through a pilot test of the questions, designed for the interview schedule. In the interview, proper probing questions were used to confirm responses and ensure validity. Questions were replicated to the selected respondents, ensuring that the interview guide was followed (Spencer & Ritchie, 2002).  
[bookmark: _Toc4865582]Reliability
The semi-structured questions were designed to focus on executive coaching and its perceived impact through self-awareness, with an examination of what dimensions are important for self-awareness. The questions in the semi-structured interview were open-ended, allowing for shared experiences to capture the rich insights of the respondents (with the assistance of an audio tape recorder). The same interview schedule was used, keeping track of new questions that arose during the interview, updating the interview schedule each time this occurred, ensuring the consistency of the research instrument (Bengtsson, 2016).  
[bookmark: _Toc4865583]Demographic profile of respondents
Senior managers were interviewed who had different titles. The titles, general managers, regional managers, functional business managers and business unit heads were used. While the initial target was a 50/50 split on gender the actual split was 75% female and 25% male.  All respondents were from the Johannesburg area.
The profile of the participants interviewed reflects their race and gender.  The names of the banks were excluded to ensure confidentiality (see appendix E).  The following four propositions around which the findings are explored and around which the discussion is structured are presented in this chapter.
Conclusion
This chapter outlined the research approach which is inductive as part of qualitative research  (Saunders, 2012).  The qualitative approach provides a deeper meaning and creates the space for respondents to engage and share in a more contextually relevant manner. Then this chapter provides details on the data, population which is senior managers in banking, procedures and analysis.  Senior managers were contacted via email and phone calls sharing the context of the research and requesting permission for the interview.  60-minute interviews were conducted and transcribed.  Then the Johari Window Framework questionnaire was distributed via Qualtrics and analysed.  Limitations were outlined, specifically that these findings should not be generalised to other settings but rather seen as a contribution to the academic discourse on the perceptions and benefits of self-awareness within this sector.  The eight considerations as outlined by Tracy (2010) were used to address reliability and validity.  
[bookmark: _Toc370301786][bookmark: _Toc4865584]PRESENTATION AND DISCUSSION OF RESULTS / FINDINGS
This chapter presents the results of the study and includes a complete discussion of these in relation to the research objectives. The results follow the order of the propositions that were presented in the literature review. These are the definitions of self-awareness; see 2.3 above, and the theories that are related to the development of this concept through executive coaching. They also include the use of such tools as the Johari Window Framework (Luft & Ingham, 1961). The results are supported by direct quotations from the transcripts with relevant sections outlined in bold, and these are either preceded or followed by commentary related to the key themes which are presented below. 
[bookmark: _Toc370301787][bookmark: _Toc4865585]Introduction
[bookmark: _Hlk4333590]The purpose of this study was to explore how self-awareness is perceived to be developed through the coaching process by senior managers in the banking sector, and what the benefits of this increased self-awareness (Lawrence, Dunn, & Weisfeld-Spolter, 2018) were from their point of view. This purpose gave rise to several sub-questions which helped to interrogate the deeper levels of the phenomenon under investigation.
The following were the research sub-questions: 
1. [bookmark: _Hlk433915]How do senior managers develop self-awareness through executive coaching?
2. What is the relationship between emotional intelligence and self-awareness?
3. How does knowledge of their Johari Window Framework profile influence the self-awareness of senior managers? 
4. How have perceived benefits of increased self-awareness among executives in the South African banking sector contributed to their personal and professional development goals?
The procedure to collect data was through semi-structured interviews, focusing on sixteen respondents. 
The sixteen transcripts were analysed using the questions as a starting point. The responses were then clustered around the questions so that emerging themes could be identified. Finally, the results are presented through the key themes that surfaced during the interviews. Common themes were identified and grouped. The themes were then grouped into four major areas which arose out of the research questions. This went back to the starting point of the analysis which is to be found in the research sub-questions.
The aim of this study was to explore how interviewees understand the process involved in achieving self-awareness, and the development and the benefits of this (Sullivan, 2017) when senior managers experienced executive coaching. This  accounts for the extraordinary interest in executive coaching (de Haan et al., 2011; Grant, 2013; Hall et al., 1999) which is referred to in the Literature Review.
 These benefits, identified in the propositions below, clearly depict how self-awareness can contribute to a senior manager’s development (Wales, 2002). As a development tool, self-awareness becomes relevant to how organisations plan to build human resources (Bozer et al., 2014):
[bookmark: _Toc370301788]a. Self-Awareness is enhanced as a process and outcome of executive coaching (section 4.2)
b. There is a positive relationship between self-awareness and emotional intelligence (section 4.3)
c. Knowledge of the Johari Window Framework profile influences self-awareness through reflection and feedback (section 4.4) 
d. Self-awareness results in achieving personal and professional goals, increasing communication skills, influencing awareness, reducing stress, being more assertive, improving work-life balance (section 4.5). After all, as indicated in the Literature Review the coachee’s goal is to refine and enhance his or her current positions to be promoted into senior management positions  (Kampa-Kokesch & Anderson, 2001). 

[bookmark: _Toc4865586]Proposition 1: Self-awareness is developed through executive coaching
In this section, the presentation of proposition one is divided into four parts:  Definition of self-awareness; development of self-awareness through coaching, self-awareness through others (what others think about one); and the tools that are necessary for the practice of self-awareness.
Before discussing any of the propositions, cognisance must be taken of the following facts. Respondents expressed varied opinions of self-awareness development through executive coaching in that they believed that self-awareness could be construed in many ways. This in turn, affected how they understood their development through executive coaching and their perceptions of this. 
[bookmark: _Toc4865587]Definition of Self-Awareness
According to Salovey and Mayer (1990), the ability to monitor one’s own emotions and the feeling and emotions of others is important for leadership self-awareness as it is used to guide one’s own thinking and actions before guiding and leading others. 
The following quotes suggest similarity in perspectives in that self-awareness is the ability to assess and monitor one’s own thoughts, and emotions  in an attempt to evaluate one’s own strength and weakness.
“Self-awareness is the individual’s ability to assess themselves against their self-evaluation. It can also be considered as evaluating one’s own strength and weaknesses” (R3)
Self-awareness is the individual’s ability to assess others’ evaluations as articulated by Atwater and Yammarino (1992).
[bookmark: _Hlk451990]“Self-awareness is regarding how you make decisions or able to reflect on your actions “(R2).
Respondents appear to view self-awareness as a process of introspection, illustrating that self-awareness is to do with evaluating and assessing their strengths and weakness. This relates to their own ability to be aware of how these guides their thinking and actions. The quotations also support Stober and Grant (2006) who speak of coaching and future goals in that self-reflection is an important aspect of self-awareness which focuses on the future and how to become a leader. 
[bookmark: _Toc4827371][bookmark: _Toc4865588]There is development of Self-Awareness through executive coaching 
 The following quotations present multiple views regarding the development of self-awareness through executive coaching. Most respondents cited the value in executive coaching. Gil, Bozer, Sarros, & Santora (2014) refer to coaching a development tool and a means of enhancing human resources. 
“Self-awareness contributed to your attentiveness to actions of others” …. “it’s an ongoing journey of self-awareness, you can’t just say you’re done with it or you’re done with your development (Avolio & Gardner, 2005; Goleman, 2004) Executive coaching played a critical role to my development which was seen by my staff where I delegated more work resulting in building trust within team members” (R1).
George (2010) shares a view that instilling trust is critical to enabling followership . While the quote above speaks of the assistance the coach afforded in building trust amongst the team (Kilburg et al., 2006; Stober & Grant, 2006; Witherspoon & White, 1996), all refer to the necessity to focus on personal and business improvement at the same time. This is borne out in the quote that follows.
“Due to the executive coaching I received, I had to change my lifestyle to make some changes after being self-aware and how this impacts my personal life. I had also to prioritise my work-life balance, my time management, to adjust to the new way of work” (R3) 
As has been illustrated, the focus on personal, and business improvement  is important (Kilburg et al., 2006; Stober & Grant, 2006; Witherspoon & White, 1996) and executive coaches should also concentrate on the balance between the personal and business.

“Through executive coaching as a leader, my own personal and development goals have benefited, and I’ve been given so much more, a bigger platform in which to make decisions” (R4)
Respondent R2 and R4 share that reflection is key to the personal development process of self-reflection where it should become a continuous process, highlighted below (Avolio & Gardner, 2005).
“Self-awareness grows, the act of self-awareness or the behaviour starts with reflecting, and then you bring it back until you eventually can have it in the moment” (R2).
 “if you don’t have self-awareness, you’re not doing personal development. I think self-awareness is something you’ve got to reflect on a daily basis because otherwise, how do you grow…..instead of doing that knee jerk reaction where you get irritated and frustrated on how to sit back, think and assess the situation, find solutions and another thing, I’ve also looked at not taking things personally” (R4)
It was interesting to note that two respondents state that the proper choice of coach has an impact on the development of the participants’ thinking and behaviour. This is illustrated in the following:
“Executive Coaching had a positive impact for me, I think. The right coach is very important. I think that has a positive impact in terms of my development” (R1) 
“I can honestly say it doesn’t work if people are forced to go through coaching” (R2)
While executive coaching is a key mechanism for developing self-awareness, some respondents believe this may not be the case. However, the next few quotes point to the ‘journey’ of self-awareness which forms a substratum for the coaching which simply intensifies the journey. 
Three respondents share mixed views on self-awareness, one respondent articulates that her/his self- awareness was enhanced, may not necessarily be related to executive coaching – it is difficult to qualify.  
“I wouldn’t say the reason I have self-awareness is pure because of executive coaching I think that I’ve been on a journey regardless of coaching, but I think coaching has enhanced my journey” this is supported by… I was on the journey anyway, so I can’t necessarily say the coaching was the catalyst in me doing this because I was on that path before I wouldn’t say the reason I have self-awareness is pure because of executive coaching I think that I’ve been on a journey regardless of coaching, but I think coaching has enhanced my journey…” (R1).
This respondent articulates that during coaching he/she did not work on self-awareness, because he/she had the exposure of self-awareness before being coached. This is directly opposed to Stober and Grant (2006)  who define coaching as goal setting to ensure change while specifically referring to the relationship and the systematic processes used in transforming organisations.
“I don’t want to say coaching has helped me because it wasn’t something I specifically worked on. It wasn’t my area of focus, and I think I’ve done enough on my own in the past, so the self-awareness with assertiveness is there”.  “we are not clear on what we want coaching to do ….I didn’t really work on self-awareness because that is something we’ve learned throughout being trained as a coach, because as a coach, you help someone to become self-aware. Self-awareness for me is a basic of being coached” (R2)
This respondent states there is no correlation between self–awareness and performance by stating it is difficult to measure: 
 “I don't think there’s a direct correlation right now of self-awareness to performance necessarily and what I mean by that specifically is unless you specifically want to improve your performance in your coaching discussions, you won't necessarily get that outcome” R11 
Yukl (1999) believed that to be effective as a leader, you must learn to exercise deep self-awareness which has an enormous impact on organisations and these, in turn, will create value. According to Baumeister (2005), self-awareness concerns the anticipation of the perception of others, evaluation of oneself and actions, as it relates to collective beliefs and actions and being concerned about how others evaluate the individual.  Not only must leaders be aware of how they perceive themselves, but how others perceive them as well. This is referred to as ‘other awareness’ (Baumeister, 2005; Mayer et al., 2004). The importance of the self, the other and the relationship between the two has already been considered earlier in this chapter under the second proposition.
This contradicts Joo et al. (2012) who describe coaching as a relationship where behavioural techniques are used to assist with achieving goals aimed at improving performance. 
Sherman and Freas (2004)’ work focused on self-awareness and personal responsibility which came out of a Socratic method of coaching. It was expected to produce learning, behavioural change, and growth.  See also Hall et al (1999) who swear by the Socratic method in coaching in order to change the individual’s self-awareness and behaviour.
However, all these concepts are complex, and the one to one relationship between cause-effect and method cannot always be seen.
This is pointed to quite explicitly in the next quotation.

“The other thing about self-awareness is around; I guess ... for me, I would suggest that the management ... so people who are self-aware around how they become masterful in managing people who aren't, I think that’s interesting.  It’s a difficult question” (R11)

[bookmark: _Toc4865589]Self-awareness through others - what others think about one
All sixteen respondents stated that self-awareness is developed by considering how others are feeling. Some of the respondents shared their perspective on how the other plays a key role in increasing self- awareness. The following are quotations that share views on how self-awareness through others is achieved, the first referring to other people’s feelings and the second referring to what others think. 
Self-awareness definition concerns being conscious of other peoples’ feelings and actions and how it influences a person’s evaluation of themselves...self-awareness means you are aware of how other people are feeling and what they’re going through and whether you should separate yourself from that in terms of what their issues are, what valid criticism is” (R1)
“In my view, self-awareness suggests we need to have better insight into the self and be aware of what others say and think of you” (R5)
The respondents show that being familiar with what others feel and think is most important as this leads them to be “open” and increase their self-awareness and it gives rise to soliciting feedback. The blind spot is what we do not know about ourselves but what other people will identify. Gill et al. (2015) refer to how self-awareness could be flawed.
“The more I know myself; it enables me to know others better, and that’s what I strive for” (R2)
Gibson and Foster (2007) and  Gill et al. (2015)  all speak of self-awareness being central to transformation and the necessity to look beyond the immediate and  the importance of understanding  and contextualising all that is happening around them. 
The respondent below has highlighted the fact that self-awareness:
” Is bigger than others; this includes government, organisations. This brings about a shift in the understanding of the concept of self-awareness around a larger system. It is bigger than the self and others” (R11) 
So, it seems the ripples that begin with the pebble dropping into the middle of the pool of self-awareness, goes outwards in concentric circles beginning with the self then going to others then going beyond the immediate and including a larger system, forever outwards. But the relationship between all these concentric circles is not a simple one. 
The respondent below highlights the connection across the circles about the humanity that connects all of them, by looking broader than the self where he believes that in a systematic way: 
“Self-awareness doesn’t spill over necessarily to the bigger system.  By that I mean think about a government that was self-aware, if they were, imagine that, imagine organisations that are self-aware.  It’s very much human-centric but actually we are many humans in a system in places doing stuff.  I think if we want to shift the world, be kind of self-aware organisation, self-aware parties, self-aware ... because that can bring the shift that we probably need to change the state of ... most of our population is just trying to survive, but from a mindfulness perspective they are seeking” (R11.
Another respondent describes the relationship differently; however, placing great emphasis on the self once more but this time in the context of the bigger system:
“Self-awareness is being aware of your place in the world and how you are impacting others… self-awareness is just being switched on. It’s being switched on and being aware of what’s going on around you and how you are feeling as a person” (R1) 
This is confirmed by another respondent:
“Self-awareness should be approached from all aspects and is not a standalone concept…should not be just in corporate world ……self-awareness is how people see you and how I want people to see me” (R4)
This idea is further extended by another respondent:
 “Self-awareness should be approached in all avenues of life, not just in the corporate world. (R4)
Most respondents see self-awareness as something that goes with the person wherever they interact with self or others, i.e. at work in the home or even while introspecting. Two respondents used analogies or metaphors of “tuning in” or “switching on”. This metaphoric language is helpful in creating a mental picture of the intangible idea of self-awareness in relation to others.
A respondent shared that the start of this understanding of the self and others. One needs to be in tune with what is happening around you:
“In tune to yourself, you’re also in tune to what is going on with others, and you’re immediately able to pick up on if someone is feeling okay today or not, that type of thinking, because you’re also in tune with yourself, and with that you’re also able to tell if that persons’ outburst is about them, their issues, so you’re able to separate that as well” (R1)
“I believe at all times it like switch on, off and on the lights and staying tuned in what is going around you through active listening. In this instance “switch on” can be referred to you can turn on and off one’s thoughts feeling and action depending on the circumstances by evaluating one’s strengths and weaknesses and being consciously aware of how you impact others” (R2)
The following respondent articulates that having introspection is important to have the ability to assess and understand how others feel about you and how you impact others.
“Having introspection to recognise oneself and how others feel about you and how you consciously know and understand some of the things impacting you and others” (R3)
Respondent R3 shares the view that her sense of self is uniquely linked to those around her and that a person must be aware of what is going on around others and themselves.
“In my view, self-awareness suggests we need to have better insight into the self and be aware of what others say and think of you” (R5) 
In summary, these observations are in line with Covey (2006) who identifies four dimensions of self-awareness: awareness of what others say and think about you, awareness of your thoughts and feelings about yourself, awareness of who you are, awareness of what you want to become. This has obvious implications for the importance of the Johari Window and what that represents to managers.
One respondent, collected all four elements into her definition of self-awareness: 
“… really understanding how people relate to you, in other words, the outside given you as opposed to the inside out view, helping you understand the different perspectives that people may take to understand what you're saying.  Many times we say something and we assume it’s understood in a certain way and forget that either through the tone of our language, the accent, the way we look and speak, the interpretation can be very, very different and self-awareness for me has that appreciation, but more importantly as well, is being able to check yourself when you go into default mode ,and default mode may be when you stop listening or when you're triggered or when you say certain things, and being able to check yourself and say, okay, I've either been triggered or something has happened, I need to think first before my reaction.  So, it’s that intra reflection of you but also understanding how you are interpreted by other people” (R10)
This section analysed the broad themes of the responses toward the definition of self-awareness and confirms that the literature review themes are validated. 
The next sections highlight the theme of tools and practices that respondents shared that contribute to self-awareness.
[bookmark: _Toc4865590]What are the tools that are necessary for the practice of Self-Awareness (development of self-awareness)? 
There are various tools and practices that respondents cited for developing self- awareness during executive coaching. These tools and practices are used to help individuals increase their self-awareness. Some respondents use a multiplicity of tools, depending on the context and other factors. The following are some of the mechanisms and activities respondents use to develop self-awareness and how many chose these tools:
a. Focusing on their breathing to refocus them back into a sense of calmness – four respondents;
b. Through journaling where a written format of journaling is used to expressing self-awareness by keeping track of thoughts and feelings and through self-reflection – two respondents;  
c. Using meditation to reflect during bedtime which aligns with one’s mind, body, and spirit as one sleeps (Hyland, Lee, & Mills, 2015) – two respondents;
d. Using physical exercise like running to reorient themselves – one respondent;
e. Using regular moments of pause through reflection (e.g. sitting in their car to process their start or end of the day) – four respondents;   
The data above reveals that journaling is by far the most popular tool used by these respondents. These tools are well supported in the literature. 
Breathing  
“We’re on a treadmill, go, go, go, but that is a development part of mine, to stop, reflect, take in everything or how far I’ve come before moving forward again “…you need to practice breathing or a technique to help you come back to a state of peace and calmness” (R1)
“I practice breathing to help me when I am in a difficult situation, this helps me to adjust how I react and behaviour to the person” (R5)
Covey (2006) asserts that awareness of your thoughts and feelings about yourself is a dimension of self-awareness and to get to this state, it is sometimes necessary to breathe and reflect because life in the executive lane is so fast. This is support by Meuser (2018) who also discusses spirituality, journaling, breathing, meditation as well as making time and space as essential components of self-reflection.
Journaling 
A number of respondents highlighting journaling as a tool towards increased self-awareness. Covey (2006) states that journaling can contribute to being more self-aware through the practice of reflection. It is interesting to note that journaling was highlighted quite highly managing respondents’ emotions, thoughts and feelings.
 “I tend to reflect a lot.  For my bedtime routine, we do have reflection time. …. I sometimes journal and sometimes as I'm getting into bed, lie on my back and just reflect on the day… If I'm very angry I journal, funnily enough, or hurt, I find that’s far more therapeutic.  If it’s just something, I need to sort out I can normally do it on the run or in bed.”  (R7)
“What's important is a reflection of the day because we don't get time to reflect after every meeting, about whatever’s going on.  In the evening if you've got time, you probably write down your thoughts, what's happened and what you could have done better, and that’s a way of reflecting, because unless somebody points it out, we just go, go, go………when I remember.  I should be better at it, at one stage I was good, came home, wrote in the book, what worked and didn’t, and that’s how you reflect, but you can only do that if you’re aware of it, sometimes you're not.  Self-awareness for me is not just what comes out of your mouth; it’s a whole persona, body, mind, spirit, body language, the cues, the nonverbal cues, all of that thing” (R10).
This last statement raises the bar in expecting a complete commitment of the whole person, mind, body and spirit. This involvement of the whole person is extended into the body-mind activity of running for solo reflection.
Physical Activities 
Meuser (2018) recommends repetitive activities such as walking or running to focus the mind.  This is reflected in the following quote where the respondent found that running assisted her with clearing her mind which leads to self-reflection.
“The other form is when I run in the mornings, I like because …not something I have to think too much about, it’s kind of ... the running is the habit and thinking, the mind then allowed to think.  I don't like running with people; I run alone” (R7)
Pausing to Reflect 
Respondents also mentioned reading the Bible, at the end of the day using religious principles to connect with and illuminate their reflections further.  Both R11 and R10 use silence as a way of learning to read the environment, to take stock before they react. 
“I keep silent “(R10)
 “I sit in the car and reflect before when I arrive at the office or home” (R11)
In this self-reflection about how they go about practising and developing the skills to enhance self-awareness, it is evident that both R10 and R11 both exercise introspection. They do this to take stock of their thoughts. They also exhibit a willingness to learn, first by being aware of the environment and then by attaining self-awareness. 
[bookmark: _Toc4865591]Conclusion of Proposition 1
This section focused on the definition of self-awareness, the development of self-awareness through others, and the tools and mechanisms necessary for developing adequate self-awareness. This assisted in sculpting the parameters of the definition of the rather wide-reaching concept of self-awareness. The underlying definition of self-awareness is that it constitutes a process through which individuals become aware of their strengths and weaknesses while being aware of who they are and what abilities and competencies they possess. 
Respondents also highlighted the ability to obtain constructive feedback and make good decisions through self-reflection. Achieving a sense of personal awareness through the external social environment was a key component of the definition of self-awareness and its development. Finally, the tools that were discovered to contribute appropriately to the development of self-awareness were breathing, journaling, physical activities, and pausing to reflect. These actions should serve as important enablers for individuals seeking deeper self-awareness.  
[bookmark: _Toc4865592]Proposition 2: There is a positive relationship between self-awareness and emotional intelligence
Cherniss and Goleman (2001) define the competencies for self-awareness; the first one is emotional self-awareness, reflecting on identifying one’s feelings and recognising how these impact performances; the second competency is accurate self-assessment which is recognising one’s strengths and weaknesses, and finally, inculcating self-confidence which refers to one’s self-worth and capabilities. The framework of Emotional Intelligence by Goleman et al. (2013) is used to organise around areas of emotional intelligence, and these are used to structure the interviews of the respondents.  These four areas are built upon the relationship between emotional intelligence and self–awareness. 
The following quotations are organised around the four emotional intelligence themes of Self-awareness, Self-Management, Social Awareness, and Relationship Management and are discussed below:
[bookmark: _Toc4865593]Self-awareness 
As mentioned, Goleman et al. (2002) view self-awareness as an influence of one’s behaviours on others and their behaviours on oneself, to increase one’s self-awareness. This can be seen as the development of self-awareness through others which has already been touched upon in the preceding section.  It was interesting to note that most of the respondents expressed self-awareness as an important component of emotional intelligence, through having the ability to recognise how one controls one’s own emotions: 
“Emotional intelligence is a critical skill which is part of self-awareness and how one has to influence their behaviour to increase self-awareness; by that I mean it is the ability to assess, and control one’s own emotions, control those of others” (R5). 
Essentially Goleman et al. (2013), in referring to Relationship Management, are referring to the controlling of one’s own emotions and controlling those of others. Goleman et al. (2002, p. 47) highlight that EQ competency relates to “being aware of both our mood and our thoughts about mood”.
“We need to be conscious of how we monitor our emotions to drive positive behaviour through your body language, and this affects others around you” (R1)
The respondents shared the view that knowing your emotions through self-awareness of how this may affect your behaviour is an accurate way to assess their view of themselves.
Self-awareness is an “individual’s ability to assess other’s evaluations of the self and to incorporate these assessments into one’s self-evaluation” (Atwater & Yammarino, 1992, p. 132).  Bagshaw (2000) believed you had to have a deep understanding of your strengths, weaknesses and motivations to be self-aware.  The above quote shows support for how Goleman (2004) highlights the importance of recognising one’s and another’s moods and emotions for self-awareness.  
Some aspect of each of these authors’ philosophies can be seen in the above quotations which emerged out of the question regarding the relationship between emotion and self-awareness.
“There is a danger in being very self-aware, that you can only show parts of yourself that you like to show and that can be manipulative, by that I mean, because you’re self-aware and you can read body language, you can manipulate people to do all sorts of things.  There’s a fine line between a leader who is inspirational versus one who is manipulative.  I think you've got to be careful around what your intention is when you have conversations, because it’s easy to get people to do all sorts of things with these kinds of skills that you learn, particularly as a coach, and being self-aware.  I caution, I always ask what my intention is in a conversation” (R11)
As can be seen in the above quote in which one respondent had a different view regarding self-awareness. He refers to how increased self-awareness can create dangers in reading body language and acting can lead to being manipulative. This could mean that the individual alters his/her behaviour due to social norms to conceal their vulnerabilities  (Craig, George, & Snook, 2015); this has major implications for leadership and the power that can be wielded through playing this role.
Fortunately, this respondent heightened a sense of self-reflection in the first instance; and a clear understanding of how manipulation works in this context, allowed him to step back and examine his intentions. In this way, as a leader, he will develop trust between his followers and himself. Hannah and Alexander (2013)  focus on winning followers through developing trust as one of the benefits of positive self-awareness.
[bookmark: _Toc4865594]Self-management 
Emotional Intelligence, self-management, and emotional self-control is a prerequisite (Goleman and Boyatzis (2017), and the following quotes illustrate how one of the respondents attempted to reach this state to enable further discussion on opposing viewpoints amongst members of the team.
Likewise, the respondent below commented on:
“If I do get upset with [partner], I try to communicate, so I’ll say to him, look, you upset me, I need a few minutes to think about it, and then I’ll come to tell you what upset me, so not shut down immediately” (R1).
The next respondent removed themselves from the situation as a measure to achieve emotional self-control.
 “In this case, it is being aware of your actions before you react.  I had to emotionally be strong, calm myself down when I am upset or stressed. I have to breathe or take a walk before I react to the situation “(R5).
Another characteristic referred to under Self-management is a positive outlook as illustrated below:
 “Emotional triggers are how to handle criticism constructively and not in a destructive way, how to not take things too personally, emotionally how to not get too emotional about something” (R4)
A further view encompassed the idea of observation and recognition: 
“it’s quite often for me as an example to be in denial with emotions about anger and fear. It’s about recognising this emotional state not out of fear or weakness rather than addressing this” (R5)
According to Goleman and Boyatzis (2017), the ability and skill to adapt also falls under self-management. It must be stated at this point that emotional self-control and adaptability fall under self-management and empathy, which emerges under social awareness, and indeed teamwork which comes under relationship management, are all interrelated.
“Our self-awareness helps us to empathise so we can better understand others and what they’re experiencing”. A good example, I do check-in sessions with myself where I set time to assess my emotional state, I ask how I’m feeling and what am I experiencing, this helps me adjust” (R6)
“I’m very aware of my feelings; what do I say and do differently.  Let’s say I’m drained; I know that I need to put more energy in this room although I’m exhausted, I know I can energise later on” (R2)
Finally, a positive outlook is what the following respondent is focusing on when he describes how he self-manages in his leadership role and how this brings positive results.
 After one of my sessions with my coach, I realised I must show empathy by  putting  myself in the other person’s shoes before making judgement, I started doing this by   active listening, looking at the issue not the person ,  showing interest in the problem , This way I am engaged with the person and not rushing to make a conclusion. I have been practising this skill lately, and it is working, resulting in me showing care for the individual” (R5)
“…when I’ve had situation within a work environment which has been quite hurtful, when I’ve been attacked by other execs, like two years ago, it was choosing not to stay in that negative space” (R9)
This finally can be discussed under Inspirational Leadership which in turn, is categorised under Relationship Management (Goleman and Boyatzis (2017).
[bookmark: _Toc4865595]Social awareness 
Social awareness also includes empathy and organisational awareness (Goleman & Boyatzis, 2017).  It encompasses the propensity to put oneself in the other person’s position and confirms a clear understanding of the context in which the organisation functions. Therefore, it is assumed that this leads to greater insight into correcting one’s behaviour or adjusting emotions. The explanation from all the respondents below have a similar point of view:
 “there was a gentleman in our team in the programme, so we started working on this, but he would always have outbursts, so he wasn’t aligned to the group’s vision. So immediately you realise that this is not okay, but you still need to treat that person with respect and follow the correct procedures in terms of group work.  I take a few breaths to calm down, do I walk away, do I say, look, I just need a few minutes…how is it that you’re going to react in that situation?  So, it's understanding yourself and your triggers and then choosing...I had to adjust my mood as well, especially when the team is not getting me” (R1)
“My awareness within a social context helped me to understand other people, and if you know what triggers other people, I think you can gain more trust……put yourself outside and respond to the personal, what triggers them or turns them on too and not in an unauthentic way” (R2)
[bookmark: _Toc4865596]Relationship Management 
Relationship management, according to Goleman and Boyatzis (2017) includes teamwork, conflict management, coach and mentor and influence.
How this respondent perceived people to be influenced is illustrated in the following quote.
 “how to communicate with someone and build relationships…. I do believe I’ve been successful seventy percent in building relationships” (R2)
The coach and mentor came out inadvertently in the following respondent 
 “… I’ve also been very fortunate to have had mentors and they have been different mentors for different times in my career” (R8)
Stober and Grant (2006) define coaching as goal-setting to ensure change while Joo et al. (2012) describe coaching as a relationship where behavioural techniques are used to assist with achieving goals aimed at improving performance.  This is borne out by the following respondent’s observation.
“I had the opportunity to recognise and understand what drives the team and how decisions impact others on the team. I often recognise the mood and the emotions in the room before I communicate my decision and how this may affect everyone” (R3)
Managing conflict and resolving this came out in another respondent:
 “I have to communicate ideas, information and calming down interpersonal conflicts. The key is social awareness and flexibility in how they talk to other people. They can adjust words, non-verbal behaviour, and timing to get the best reaction from others.” (R5) 
Hall et al. (1999) take the perspective that the coaching relationship benefits primarily the individual’s self-awareness and behaviour, where a Socratic-based dialogue is used  that can assist  the individual to stand back, ask questions about a situation and then respond appropriately.
Various respondents agreed that there was enough evidence of self-awareness in the social context, and because they were aware of themselves and their actions, they better understood others and what they were experiencing about their feelings. They (the respondents) were able to adjust their behaviours because of this and this, in turn, increased their self-awareness. 
[bookmark: _Toc4865597]Conclusion to Proposition 2: Relationship between self-awareness and emotional intelligence.
This section emphasised the important relationship between self-awareness and emotional intelligence. It is noted that self-awareness may thrive on how one manages emotions so that one can relate to the self and with others better. Likewise, deeper emotional intelligence is not possible without a deeper knowledge of one’s self. Four crucial elements of emotional intelligence are used to organise this section, i.e., self-awareness, self-management, social awareness, and relationship management. These facets must work in tandem to achieve appropriate linkage between self-awareness and emotional intelligence. 

[bookmark: _Toc4865598][bookmark: _Toc370301789]Proposition 3:  Knowledge of the Johari Window profile influences self-awareness through reflection and feedback. 
[bookmark: _Hlk3019466]The Johari Window Framework (Bahadori, Shiri, & Mahdizade, 2015) is based on the four panes:  open, blind, hidden and unknown.  This understanding of the four panes was then connected to the development of the respondents’ self-awareness through their experience of executive coaching.
The three respondents quoted below expressed their openness to feedback using the language of the Johari windowpane, in that constructive feedback is critical to self-awareness to aid an individual in personal growth (Day, Fleenor, Atwater, Sturm, & McKee, 2014):
“I was open to feedback and reflective after I obtained feedback from the team and being more self-aware of what I know about myself and how I can improve (R3)
 “It’s what I know about me which others know about me. This is certainly a good indicator to hold a mirror and reflect” (R5)
Advantages of having a coach was referred to
“Yes, but the key ingredients to being better at self-awareness are keeping an open mind, being very inquisitive, listening and learning, from my perspective” (R12)
Sometimes the open pane is widened because of the experience of the blind pane because the respondent is prepared to accept feedback from others who know how to narrow the blind pane.
Some interviewees spoke around blinds spots or mentioned them directly.
“I was able to look into myself and see what my blind spots are and how I should work around them. I realised that I shouldn’t make judgements and come to conclusions hastily. And I should first listen more before I interrupt someone” (R3)
	“My coach pushed me to identify my blind spots and find ways I can work with other people” (R6)
“Executive coaching has made me grow, helped me become more aware of everything around me, it’s helped me see people in a different light” (R4)
Some respondents found that they could close and minimise the hidden area which gets smaller. This can be done by self-disclosure initiated by a coach and by asking for feedback within the process of executive coaching.
The difficulty of intense self-reflection was indicated, with regards to the Unknown pane. 
	“I had to rediscover myself by pushing myself with difficult self-reflection” (R5)
“I’ve done a 360 from that ugly little worm that wanted to hide away from everything now to this butterfly that’s just ready to go out and touch the world, and that to me was such a nice picture that was drawn for me. The benefits of the difficult self-reflection in the words of person” (R4) 

R7 may have had a shift to where the unknown was trying to become known, but she had not managed to identify it yet.  
“I get feedback from the tools I use, my own, oh, that just happened, what's the feedback, you’ll say to me, I find you X or Y, but what else is there?  That’s why I go ... so that level of consciousness or unconsciousness if that makes sense is almost what I don't know, I don't know, and it’s something somebody is trying to tell me.  That’s why I went to that unconsciousness, to the dream, what is that next level for me” (R7)
This points directly to the difficulties of unearthing the unknown self that is an area that is unknown by the person and unknown by others. 
[bookmark: _Toc4865599]Descriptive feedback of Johari’s Windows Feedback from Qualtrics
Following the interviews, all sixteen respondents were asked to complete the Johari’s Window questionnaire. Ten of the sixteen respondents did so.  Figure 6 depicts the results of the questionnaire’s two dimensions across the 10 respondents.  It is clear from the graphs and datapoints that the results are clustered around a range of 19-39 on both axes. 
Comparing the differences individually on individual scores between the two axes, the differences are typically small 3-7 points, but some respondents had higher differences. Respondents 4 and 9 specifically have high differences between the two axes – 12 and 13 points respectively, both showing more willingness to solicit feedback than to self-disclose.
  
[bookmark: _Toc12196114]Figure 6 – Bar chart of individual respondents
NB: R = respondent.
The figure below graphs the total scores of the individual respondents. The average is 30.5 and 28.9 is not statistically significant on a response size of 10.  It is interesting to note that overall respondents were more willing to solicit feedback than to give feedback.  

[bookmark: _Toc12196115]Figure 7 – Total Scores of respondents

Finally, in Figure 8, converting the two sets of data to the grid framework allows a clear visualisation of the data clustering in the centre of the grid. 
[image: ]
[bookmark: _Toc12196116]Figure 8 – Plotting of responses into the Johari’s Window Framework
The absence of a data set before the coaching means that change in the known pane are impossible to determine.  Furthermore, the absence of a global instrument norm group prevents comparisons to a bigger data set.
It could be inferred that the growth evident in the interviews outlined in the preceding sections show the growth that has already occurred, but for which statistical data is not present as the instrument was not completed before the start of the coaching journey.
[bookmark: _Toc4865600]Conclusion to proposition 3
The process of giving and receiving feedback appears to have increased self-awareness through executive coaching.  It also appears, from the above quotes, that various panes of Johari’s Window are addressed through coaching, even when the coach does not explicitly use this model.  Lastly, it appears as if the blind spots would have decreased and the open pane expanded. It can be perceived that the greatest potential gains from executive coaching is from the unknown pane.  These gains are made depending on where the respondent is in the coaching conversation and the interaction with the executive coach.  Some explored the unknown to discover their potential, thoughts, insights and new discoveries.  
[bookmark: _Toc4865601][bookmark: _Toc370301790]Proposition 4: Perceived benefits of increased self-awareness among executives in the South African banking sector have contributed to their personal leadership journeys
Various participants agreed that there was enough evidence of self-awareness through executive coaching.  
There was a range of benefits articulated by the respondents who admitted to having received the benefits of self-awareness. 
[bookmark: _Toc4865602]Benefits of self-awareness
The following themes are suggested by the model suggested by Wales (2002) to illustrate the benefits of self-awareness.  Several relevant quotes have been organised under each of these themes in these findings.
[bookmark: _Toc4865603] Understanding Differences 
Understanding differences is an important outcome of self-awareness. When people are aware of other people’s differences, they tend to relate better to each other. Some respondents agreed that there is evidence of understanding differences to positively increased awareness in diversity, which resulted in more effective leadership on their part (Athanasopouloua & Dopson, 2018; Wales, 2002).
  One respondent shared that understanding difference helps to value team members better:
“self-awareness gives me the appreciation of valuing diverse team members and their differences, to increase performance. I’m able to balance multiple personalities within the team; I had to make an effort by considering that diverse teams are important to bringing the best in the team (R5)
[bookmark: _Toc4865604]Stress Management 
Stress is one of the most negative characteristics which can affect the potential of even the most promising leader  (Theeboom, Beersma, & Van Vianen, 2016). Management of this factor leads to confidence and is a necessary step that is embarked upon when a leader starts to be consciously self-aware.
The paucity of time exacerbates stress and practical steps which free up time are often within one’s grasp although it may be impossible to do in the first instance. The following respondent felt the effects of a simple action which assisted his time management.
 “I was able to prioritise my time more effectively. I am now able to optimise my time not only with work but family life as well. I managed to control my stress levels better in my business environment by taking the Gautrain and plan my day more effectively” (R3).
The following respondent also found that coaching assisted with stress management through being able to articulate and express the impact of the happenings within their environment (Ebner, Schulte, Soucek, & Kauffeld, 2017). 
 “So, it’s a little bit of stress management and a little bit of leadership. I think because the stress allows me to get into a situation and just destress a little bit and just really say what’s aggravating and irritating and just get it off my chest. Because I can’t say that to my colleagues… sometimes just the ability to get something off your chest and say I am angry, irritated, frustrated, disappointed is very therapeutic” (R7).
This close relationship between Stress management and other aspects of  self-awareness and confidence is clear in the circular model designed by Wales (2002, p. 277) reflected on p 26 above. 
One part is affected by another. This is borne out by the following quote which confirms that like a pack of cards, everything including confidence and self-awareness can collapse if stress is not managed., Her view was that if you do not practice, nothing is going to change regarding the reduction of stress, her view is to reduce stress, you must make a conscious effort to work and practice routines. She describes how she would coach herself. 
“It is not that you don’t know these things, it’s not like you’re going to have an aha moment and say, well if I just get this right I am going to be okay and think I‘m constantly managing it” R10
[bookmark: _Toc4865605]Assertiveness  
The quotes that follow highlight assertiveness as a key element of leadership competence (Geraghty & Paterson-Brown, 2018); some of the participants share mixed views, stating that some respondents learnt to be more assertive and some had to work on pulling back from being over-assertive that in turn, pulled them toward aggression.
 “I’ve become so much more assertive in the way I communicate. …. I think on a personal level, it has helped in terms of relationships and managing those relationships with the people who are close to me in how we deal with conflict or an argument because which manages healthier relationships with other people” (R1).
“I removed myself from the situation where the working conditions weren’t so great or aligned to how my body wants to operate” (R4)
As indicated earlier, all these elements feed one into the other and this is clear for Work-Life Balance as well.  Both the participants above shared they became more assertive in communication and relationship management.  
[bookmark: _Toc4865606]Work-Life Balance 
Most respondents agree that they can have self-awareness, resulting in a better work-life balance. 
 “I took the time to accommodate my work/life balance by keeping focused and more disciplined regarding my time management… “I was able to draw boundaries by being more assertive and delegating some parts of my work, resulting in a better work-life balance” (R3).
However, some respondents shared contrary views:
 “I don’t think anyone can get that right. You never will. I think the people who have work-life balance are people who come to do a job and get there at nine and leave at five to go home… self-awareness did not help me; I am more aware of it” (R10).  In this case R10, although she admits to receiving benefit, she contradicts herself stating self- awareness did not help her.
 “You cannot separate work/life balance from your normal job. I find it difficult if you enjoy your work; there is no work/life balance” (R5). 
However, there was general agreement that self-awareness is essential for work/life balance (Braun & Peus, 2018).
 “This was critical in me making a shift through self-awareness and me focusing on work/life balance” (R3)
 “Executive coaching has increased my self-awareness, it’s improved my behaviours, both for me personally, on the home front as well as in my career…from a home front, from a personal perspective, I don’t rise to that level of angst or that level of frustration or anger…you have to have a balance otherwise you’re an unhealthy individual, then no good to both family or colleagues or peers or customers, because then you’re just a mess” (R4)
 “Self-awareness gave me the confidence to address my work/life balance and diet, impacting on the changes I needed to make on my life” (R6)
It is not possible to continue along a successful professional trajectory without having work-life balance.
[bookmark: _Toc4865607]Leadership/Management Skills 
Hannah and Alexander (2013)  articulate the benefits of positive self-awareness on leadership skill through: understanding your own strengths and weaknesses, being aware of your own emotions and how to impact others using problem-solving, how to win trust, how to recognise and use emotions to improve relationships and lastly, ensure buy-in and commitment of employees.  
Ladkin (2008) and Adler and Delbecq (2018) shared an approach of developing successful leaders’ “true-self” through self-awareness and described how this creates congruence between leader aspirations and follower performance.
Most respondents were able to see an improvement in leadership skills by being self-aware, identifying their strengths and weaknesses.  This indicated they were able to either adjust or improve their behaviours and become better leaders. The words used to describe this include 
“certainly, being self-aware resulted in the improvement of leadership skills” (R6) and “my leadership has improved, and I think in a leadership point of view” (R2)  
This respondent acknowledged the need to become “better at the realisation that somethings may not be working and decided how to change it into something that works” (R10).
This clearly articulates that there is a  need for leaders to understand their strengths and weakness to be effective (Avolio & Gardner, 2005; Avolio, Wernsing, & Gardner, 2018).
0. [bookmark: _Toc4865608]Building Confidence  
 Most respondents highlight the fact that there is a high degree of improved confidence through self-awareness and leaders with greater confidence are better leaders (Cherniss & Goleman, 2001; Francis, Alagas, & Jambulingam, 2018).  The following respondent states how confidence contributed to him/her as a leader.
 “It’s made me think before I speak, react, think solution mode, think positively and it helped me look at the overall strategy.  I’ve become solution driven, both from a customer, end person perspective as well as an internal perspective” (R4).
“The development of self-awareness underpins you taking ownership and accountability of the self and taking care of the self.  It’s an opportunity to reflect and rethink of the self as a development tool to help the self during my coaching process I had to reflect after each session and give feedback to my coach ….my executive coaching was integral to my development , I was able to dialogue with my coach on personal and business matters , often my coach challenged me to rethink  my actions  and expand my thinking . A good example in my coaching conversation I was able to think out aloud this allowed me to become more reflective “(R6). 
Self-awareness is an important component of effective leadership (Day et al., 2014) where respondents were able to reflect and have a better understanding of how their actions impact their behaviours.
Communication skills
Improvement in communication results in increased leadership (Frich, Brewster, Cherlin, & Bradley, 2015).  Communication also adds to social skills within leadership through providing clear messages (Serrat, 2017).  A perceived increase in communication skills has a positive effect on self-efficacy in leadership (Watters et al., 2015).  These points are outlined by the participant R3 below highlighting where communications were one of the key skills the participant improved:
 “Give a holistic view of multiple skills that helped overall in the improvement of self-awareness in Leadership, career planning, leadership skills, delegating, my communication improved drastically……I took the time to accommodate my work/life balance by keeping focused and more disciplined regarding my time management” (R3).
Within Wales (2002) model and supported by Athanasopouloua and Dopson (2018), communication can be seen to permeate all the areas of Self-Awareness, and a direct link can be made to Leadership/ Management Skills. However, under this heading appears some sub-headings which describe skills that all leaders must practice. A discussion of these follows.
This is essential to proper communication which all leaders must develop as fully as possible in respect of their teams. The following themes derive from some of the respondents’ views on how self-awareness plays a crucial role in developing communication skills which are paramount if a leader has to be assertive, project confidence and understand differences (Wales, 2002). Listening is one of the most important skills which forms the foundation upon which good communication is built (Chapman, 2003; Heifetz & Linsky, 2017).  
 “I analyse deep inside what the situation is, what the desired outcomes are going to be, so listening is a very important skill…It’s made me think before I speak, react, think solution mode, think positively and it helped me look at the overall strategy.  I’ve become solution driven, both from a customer, end person perspective as well as an internal perspective” (R4).
 “on my listening skills, I go back to my example when I was coached.  I was telling them something, and they were telling me their problems, and I was listening and responding.  What I should have probably done was kept quiet because they weren't paying me, I was paying them” (R10). 
 “I analyse deep inside what the situation is, what the desired outcomes are going to be, so listening is a very important skill” (R4).
“Yes, so I think it allows you to understand perspective, almost like you put yourself in the other person’s shoes, you get better at that because you can ... I guess for me, and I have the empathy, and that’s I guess part of the self-awareness, is also to understand that everybody is on their path of self-awareness, some are, and some aren't, some are aware, and some aren't, but they are who they are, so that helps.  So definitely the empathy gets amplified, I believe, or it certainly has for me” (R11).
[bookmark: _Toc4865610]Asking Questions 
In this case, some respondents maintain that, through asking questions, this approach helps to solve problems and shows that they are listening (Theeboom et al., 2016); this skill demonstrates an increased self–awareness and the willingness to learn about the situation.
 “I’ve learned I can’t control everything. I’ve also learned to be able to speak up when something is going wrong and not to try to hide it and push it aside… I ask the questions without emotions because assumptions are very, very dangerous” (R4).
[bookmark: _Toc4865611]Soliciting Feedback 
This assists in creating full and lasting relationships based on respect between manager and team, arising from an authentic desire to know about any situation which may involve both. R10’s response encapsulates that:
” Self-awareness but as we know it’s not something that sits there, as you see somebody, you say, am I aware of this, it’s got to be developed over time. … this is also supported that feedback is critical to the development of the self especially being authentic” (R10).
Another respondent supports this view that feedback is a critical component of self–awareness where she uses emotional intelligence in being aware of her own and others’ emotions by using tools to obtain feedback. 
In this case, you can use feedback to improve and enhance the quality of relationships through being conscious of your self-awareness by changing how you manage your emotions allowing you to understand others better and be able to empathise with them which also helps build better relationships.
[bookmark: _Toc4865612] Self-Awareness and its Contribution to Personal and Professional Goals
In this last section, the focus was on how self-awareness may be linked directly to personal and professional goal achievement. Once individuals express varied forms of awareness of themselves and others, it is important to understand how this awareness may be linked directly to the achievement of their personal and professional goals. Generally, most respondents felt the effects of the enhanced self-awareness on their personal and professional goals as family members, managers and leaders.
 “It had a positive impact for me, of my development because initially, I did have a coach, but we didn’t get so much; I appointed another coach” (R1) 
This person considers executive coaching to contribute positively to her professional and personal growth, to the extent that when she felt the current coach was not helpful, she dispensed with his services and hired a new coach. 
 “After my coaching session I felt demotivated from my 360 feedback on what my team was saying about me – which I taught going on the coaching will help me I almost fell off the coaching session” (R3)
“At times feedback can be difficult and subject even if you are trying your best to improve especially asking for feedback – I get confused on whether I am improving, or people say this for the sake of saying something.” (R5)
The above share the view that negative feedback can limit them from achieving their personal goals, resulting relapsing from the coaching sessions  (Schlegel, Hicks, King, & Arndt, 2011).
Through the application of this increased awareness, leaders better understand their strengths and weaknesses (Avolio & Gardner, 2005).  In this case, obtaining feedback through a 360 review or enneagram, as respondents articulated they become more aware of emotions and their impact on others (Bennis, Bennis, Sample, & Asghar, 2015).
It was interesting to note that some respondents outlined that having the right coach can help them increase their self-awareness which helps them achieve their personal and professional goals. The following quotes give an indication of how selecting the right coaches play a role in self-awareness improvement.
 “It's important you get the right coaches to drive for that business result” (R2)
 “I have found the coaching to be successful in helping me achieve my personal and professional goals. I’m able to balance my work/life balance, reduce stress and be far more effective, working from home” (R3)
 For this respondent, the executive coach she was working with was instrumental in helping her keep a timesheet or plan to guide the activities during the week. This extended not only to her work but also her family life. Most importantly, with the help of the executive coach, she was able to balance work with family so that she could make more time available to be with significant others in her life. 
 “With the help of my coach, I was able to measure my goals against my milestones on how I was doing by having 360 review sessions with my team” (R5)
Here, also, the respondent intimated that with the help of the executive coach, he was able to come up with some key insights and ideas on how to measure performance against important goals. These goals were measured regularly and sometimes discussed with the coach as a way of getting buy-in from an external source. 
“My development goals were linked to my KPI’s and coaching was part of that which helped me to be more focused” (R6)
Importantly, the respondents observed that the various coaches they used enabled them to create some firm goals they could follow to achieve their professional and personal goals. Identifying important KPI’s to follow can sometimes be daunting. However, with the help of suitable coaches, these respondents could achieve exceptional results. It is obvious that executive coaches were considered supportive of these senior managers’ roles. 
George (2010) is of the view that self-awareness is the beginning of leadership development.  Therefore, it can be said that Self-awareness is a skill which resonates in today’s world and must be enhanced so that human beings can live a full and successful professional and personal life.
[bookmark: _Toc4865613]Conclusion to proposition 4
 Most respondents accepted the value in executive coaching (through the socratic method) as development tool. Therefore it  couild be seen as a means of enhancing human resources. They believed it is an ongoing journey of self-awareness and is based on trust which in turn ensures followers. Impact on ones personal life is often led by changes initiated by the executive coach but this can only occur if people are forced to go through coaching. In addition, that positive outcome will materialise if one wants it is another notion which is explored. While coaching is a key mechanism for developing self-awareness, some respondents believe this may not be the case and they believe that they’ve been on a journey regardless of coaching; they were exposed to self-awareness before being coached. Yet one believes executive coaching transforms organisations and self-awareness must be seen in relation to performance. Finally, people who are self-aware become masterful in managing people who aren't.
[bookmark: _Toc4865614]Summary of the results/findings
Ladkin (2008) shared an approach of developing successful leaders’ “true-self” through self-awareness and described how this creates congruence between leader aspirations and follower performance.
Avolio et al. (2004, pp. 802-803) point out that authentic leaders are “those individuals who know who they are, what they think and behave and are perceived by  others  as  being  aware  of  their  own  and  others' values/moral  perspective,  knowledge,  and  strengths; aware of the context in which they operate; and who are confident,  hopeful,  resilient,  and  of  high  moral character.” Quick et al. (2007) say that coaching uses an interpersonal approach which fosters self-awareness and introspection of deep interpersonal communication which are core skills for building confidence, and how body language plays a role in self-awareness.
[bookmark: _Toc370301797][bookmark: _Toc4865615]CONCLUSIONS & RECOMMENDATIONS
[bookmark: _Toc370301798][bookmark: _Toc4865616]Introduction 
In this chapter, the author attempts to integrate the findings with the propositions to properly address the original research question in Chapter 1 which is  framed in the following way: 
How is self-awareness perceived to be developed through the coaching process, and what are the benefits of increased self-awareness? 
Further, to make the conclusions clearer, each of the sub-questions which arise are tackled separately. 
These are:
  1. How do senior managers develop self-awareness through executive coaching?
2. What is the relationship between emotional intelligence and self-awareness?
3. How does knowledge of their Johari window profile influence the self-awareness of senior managers? 
4. How have perceived benefits of increased self-awareness among executives in the South African banking sector contributed to their personal and professional development goals?
While these are tackled separately, it must be acknowledged that the conclusions in respect of one sub-question can often illuminate the findings in respect of one or more of the other sub-questions.
[bookmark: _Toc4865617]How do senior managers develop self-awareness through executive coaching?  
It can be concluded that generally, the respondents view self-awareness as a process of introspection, with reference to evaluating and assessing their strengths and weaknesses. Respondents expressed the view that increased self-awareness enabled them to be more in tune with their strengths and weakness and they were thus able to take action that would reinforce their strengths and minimise their weakness as soon as they recognised and acknowledged them. Being self-aware of one’s strengths, for example, gives them the ability to introspect more through self-reflection and feedback. 
Atwater and Yammarino (1992) explained that the ability to assess one’s strengths and weaknesses through self-evaluation improved one’s sense of wellbeing. Bagshaw (2000) also supports the view that a person needed to have a deeper understanding of his/her strengths and weaknesses to be motivated for greater performance. Thus, these views are confirmed in this study. When a person is deeply self-aware, they can recognise their strengths and weaknesses, which can result in better decision making and improved leadership skills. Moreover, emotional intelligence also derives from improved self-awareness (Goleman, 2004).
The development of self-awareness through others also became apparent in this study. Respondents confirmed their self-awareness could be achieved by acknowledging and understanding other people’s feelings, moods, and how they express it. Covey (2006) proposed four dimensions of self-awareness; what others say and think about a person, awareness of one’s thoughts and feelings about themselves, awareness of who a person is, and awareness of what they wanted to become. This also aligns with Johari’s window which explains that lack of knowledge about what others know about a person and/or what the person is ignorant about him or herself, constitutes an important element of self-awareness. One can solicit feedback to help the person to minimise their blind spots. Consequently, this can help the individual to reduce the severity of the blind spot and increase the open pane for deepening understanding about themselves. Bahadori et al. (2015) support the notion that what others think about a person is key to better self-awareness. 
This study shows that to achieve better self-awareness, it is important to engage in deeper self-reflection into one’s strengths and weaknesses. But not only that, one must seek feedback and opinion of others in various aspects of personal and professional life. Baumeister (2005) argues that the perception and evaluation of others is an important ingredient for improving the self.  Palmer (2014) also highlights the view that for a person to have heightened self-awareness, she or he needs to be highly self-reflective and open to obtaining the insights of others. The goal of the latter is to enable the person to become aware of aspects of themselves, of which they had little or no knowledge. 
The study found that there are various tools and practices that respondents use for the development of self-awareness during executive coaching. Some of the mechanisms and activities included breathing to allow the respondents to get themselves into a calm state so that they could refocus and reorient themselves back to a renewed state. Journaling was also used to allow respondents to write their reflections of their thoughts and feelings as a way of checking their progress for self-awareness. However, in some cases, this was practised by pausing for a few moments in reflecting about the activities for the day and allowing them to go into a renewal state. Sometimes this was used to reset their mind and reorient themselves before they entered a new environment. This was interesting to see in respect of how spirituality comes into being, self-awareness as a practice was also perceived as where a person wants to get closer to a higher being. 
This is a particularly interesting finding because the literature on self-awareness is silent on the role of spirituality in self-awareness development for executive managers. In the author’s opinion, this could be a rich area for future research on self-awareness. In line with this thinking, meditation was a common practice with most participants to realign mind and body. This appeared to be practiced mostly in the evenings. Hyland et al. (2015) state that guided meditation was suitable to keep calm and destress. These techniques effectively helped the body and spirit to relax. It could be perceived that meditation was used to rekindle awareness of the self by keeping in touch with feelings, thoughts and actions. Physical exercise, such as running, allowed them to focus on the present moment where they could refocus the mind to release stress and perhaps lower blood pressure which can elevate in the face of any challenge they were facing.  

[bookmark: _Toc4865619]What is the relationship between emotional intelligence and self-awareness?
This study supports the argument that there is a strong relationship between self-awareness and emotional intelligence. The majority of respondents articulated that during executive coaching sessions they could establish strong links between self-awareness and emotional intelligence through a deeper awareness of the four components of emotional intelligence which are identified by Goleman et al. (2013); that is, Self-awareness, Self-management, Social awareness, and Relationship Management. 
The respondents shared the view that knowing their emotions through self-awareness and how this may affect their behaviour, is an accurate way to assess their view of themselves. Respondents shared how they were able to adjust their emotions to enable better team relationship resulting in achieving a positive outlook on life. Another area that the respondents identified was how and where social awareness can reflect on their body language and how this influences how people act and react. They also acknowledged how this could promote unhealthy relationships in the workplace. This is like Goleman and Boyatzis (2017) although it was not the same as reflected below.         
Relationship management according to Goleman and Boyatzis (2017)includes teamwork, conflict management, coach and mentor and influence. While Goleman and Boyatzis (2017)  focus on teamwork, conflict management, coach and mentor influences in understanding relationship management in self-awareness, most respondents did not articulate similar views. Their focus was rather on self-regulation of emotions, thoughts and actions in relationships. Effective collaboration arising from heightened self-awareness was lacking in respondents’ views. When conflict occurs, there is a high level of emotional intelligence, creating an opportunity to learn and improve interpersonal relationships. Respondents were limited in demonstrating these advantages.
[bookmark: _Toc4865618]How does knowledge of their Johari window profile influence the self-awareness of senior managers? 
From the findings, it can be concluded that there was evidence of knowledge of Johari Window profile and self-awareness through reflection and feedback from the respondents. It was evident that the Johari’s window was applied through an understanding of the four panes. However, they tended to favour one over the other. Respondents were able to relate more to the first quadrant, which is the open free self. The panes can be adjusted according to the situation. The open area was where behaviours, attitudes and emotions were known by the respondents in respect of themselves. In this case, many respondents obtained feedback from other team members which were not a result of feedback solicitation. This was made possible because the open free pane is available to both the person and others. 
Secondly, the unknown was another area which increased self-awareness and where the coach played an important role by asking questions which were directed at increasing awareness, so the open area was maximised. In some cases, the coach helped participants to expand their blind area because they were not aware and could gain access only through coaching support. It could be deemed that people are hesitant to give feedback to avoid conflict and confrontation. 
Thirdly, unknown to ourselves and unknown to others another pane represents the hidden, where information is not shared, and this could be performance related.  Information is not shared because neither the person nor others are aware of what to even share. This is very problematic with the Johari window because it is inconceivable to share what you don’t know. However, through experimentation and active engagement of the self to the external environment and situations, a person may chance on the unknown. However, there is an opportunity to apply the Johari framework in exploring the hidden self through the subconscious and the unconscious. 
Finally, the unknown is where the person is particularly unaware but can be assisted by coaching via mechanisms such as feedback, and self-reflection. 
It can be concluded from the findings discussed in detail in Chapter 4 that the respondents perceived all aspects or panes of Johari's Window especially when they discussed the proper functioning and choice of coach.
 
[bookmark: _Toc4865620]How have perceived benefits of increased self-awareness among executives in the South African banking sector contributed to their personal and professional development goals?
Generally, in referring to their journeys, respondents confirmed many benefits of increased self-awareness in influencing their leadership effectiveness as banking professionals. Wales (2002) suggested the following as the benefits of increased self-awareness: understanding differences, effective stress management, increased assertiveness, and work-life balance. These factors were used to organise the findings in the preceding chapter and continue to be the factors that assist in organising the conclusion in respect of the last sub-question. 
Firstly, understanding differences in people is a key component of self-awareness. The ability to understand that people are unique, and they should be treated as such was an important insight shared by respondents. They noted that as executives they focused on the differences about people in terms of their capabilities and skills and how one complemented the other toward achieving effective team performance. Diversity appreciation was highlighted as an enabler to positive leadership and team performance (Wales, 2002).
Secondly, stress management using tools such as meditation can help to reduce stress to improve leadership effectiveness. This was acknowledged by the respondents. 
Moreover, assertiveness was also regarded as a key element of leadership competence. Respondents shared mixed views on assertiveness. In some cases, respondents felt they had to increase their assertiveness while others indicated that they needed to reduce assertiveness to promote better relationships. There was a high degree of building confidence resulting in improved leadership skills where some could take ownership and accountability of their respective roles. Communication and listening skills were linked to Johari’s window where respondents were able to discover themselves by listening and asking questions. They also attempted to rethink issues about themselves, reflecting on these.
Finally, Wales (2002) mentions that effective work-life balance resulted from positive self-awareness. This was evident in the comments from respondents. Some respondents indicated that self-awareness contributed to their work-life balance by prioritising time to spend with family. 
Various leadership and management skills were discovered to have emerged through strong self-awareness, resulting in effectiveness as managers and leaders. The respondents found the opportunity to engage in honest reflection; to think about what they are good at and what comes naturally to them and knowing their weaknesses and how that impacts others. This resulted in dealing with conflict with positive, improved assertiveness, that led to managing stress better, better communication and, in soliciting feedback, opening themselves to learning more. In this way, senior managers were able to develop effective leadership skills as banking professionals. 
Personal goals were also found to be linked to self-awareness. There seemed to be a gap here where the respondents did not articulate how self-awareness was linked to their personal goals and values. Participants did not expressly indicate how self-awareness was useful in developing personal goals and how they intended to achieve them with measurable targets as they also did not touch upon what changes they had experienced in relation to enhanced self-awareness connected to personal goals. This gap could be addressed by future research and would provide rich data in this area. 
None of the respondents was able to articulate a formalised approach or mechanism to assess their blind spots. Again, this is another area that can be mined for future research which could point to some relevant enablers which could improve leadership effectiveness not only in the banking sector but in other sectors as well.
[bookmark: _Toc370301800]In summary, the study has shown that self-awareness is a critical key enabler to improve leadership effectiveness. This contributes to the achievement of personal and professional goals. The study highlights awareness through others, provides one with the opportunity to assess strengths and weaknesses to enable self-improvement and corrective actions. There is a strong link between emotional intelligence and self-awareness. The four dimensions in emotional intelligence are self-awareness, self-management, social awareness and relationship management (Goleman & Boyatzis, 2017). Through the application of the Johari Window framework tool, it was confirmed that the respondents could use the tool as a suitable framework to guide them in assessing their strengths and weaknesses. This was especially true in their discovery of their known and unknown attributes of the self, something that was particularly elusive when it came to self-awareness. It is also one of the most powerful enablers when it comes to leadership skills and therefore extremely valuable to be able to unlock. The ability to discover the hidden and unknown can be achieved through the exploration of the subconscious and unconscious respectively, with the help of an executive coach. The leadership skills were evident regarding improved self–awareness.
[bookmark: _Toc4865621]Recommendations
The perceived benefits of increasing self-awareness through executive coaching of senior managers contribute to the development of self-awareness and it benefits the outcomes of executive coaching. It is evident that there exists a strong link between emotional intelligence and self-awareness, resulting in an improvement in one’s behaviour (Wasylyshyn, 2003).  Self-awareness is critical for improving a sense of oneself, leading to greater confidence and the building of strong relationships in one’s professional life. Therefore, this study contributes to a grey area, i.e. how executive coaching practices could be improved in the banking sector to include self-awareness and its key dimensions. Also, it is expected to show how this sector can support and grow senior managers for organisational effectiveness in the banking industry.
[bookmark: _Toc370301801]To be effective in leadership roles, senior managers should strive to develop better self-awareness. The Johari Window can be used to as an appropriate framework to guide this process.  The leadership should be aligned to the emotional intelligence framework. This will result in better emotional intelligence in executives. This in turn, will result in better interpersonal relationships, and team performance. To obtain improved self-awareness, goal setting should be taken into consideration as part of the executive coaching. 
 Further, one could expand the sample to other industries to obtain a rich account of how self-awareness is developed. This would lead to further studies in this area.
[bookmark: _Toc4865622]Directions for future research
The literature review highlighted some major themes for the development and benefits of self-awareness. Directions for future research are highlighted below:
To improve self-awareness in executive coaching, one must understand the various tools that can be used. Tools that could be available to the individual to accelerate self-awareness have been identified and include breathing, spiritual activities, mindfulness, etc. These areas need to be further explored so that better guidance is provided to researchers and practitioners in the field of executive coaching. 
Further, it is noted that not much quantitative research is conducted in understanding self-awareness and its development. It will be interesting to explore this phenomenon with a large sample size to determine factors that may serve as antecedents and consequences of self-awareness and emotional intelligence, especially in executive coaching. 
Johari’s window may also serve as a suitable framework for exploring further how executive coaching can be improved through self-awareness development. Spirituality, which emphasises spiritual identity as a guide of the self, can be further explored. In their account of how they achieve deeper self-awareness, many respondents mentioned spirituality as an important enabler. This area is not adequately integrated into self-awareness theory.  Moreover, the hidden part of the Johari window needs further expansion. It will be beneficial to clarify further the differences between the hidden and the unknown as this appeared confusing to some respondents.
Future research should also expand on emotional intelligence to include leadership capabilities linked to self-awareness. Research linking emotional intelligence and self-awareness is still in its infancy. More research, highlighting broad linkages and how this impacts leadership development, would be vital in this area of study. 
Future research could also adopt a longitudinal research design to understand how executive coaches develop self-awareness over time. This will provide rich information on the various trajectories that individuals may follow in their quest for better self-awareness and emotional intelligence development.  
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1.  Purpose of Study 
The purpose of the study is to explore the development and benefits of self-awareness through executive coaching as perceived by senior managers in the South African banking sector. 
2.   Subject Selection 
The subject population will be drawn from the banking sector, listed on the Johannesburg Stock Exchange.  You have been contacted as a potential participant.
Dissertation Topic: “The development and benefits of self-awareness through executive coaching in the South African banking sector”
Introduction and Description: 
By way of introduction, my name is Sharmla Chetty. I am studying towards a Master of Management in the field of Business Executive Coaching at the University of the Witwatersrand, Johannesburg. The purpose of the study is to explore the development and benefits of self-awareness through executive coaching as perceived by senior managers in the South African banking sector.
Confidentiality: Your perspectives would be of great assistance in completing this study. To gather your thoughts, I should appreciate the opportunity to speak with you for 60 minutes, at your convenience. I value your contribution as open and honest, for me to obtain maximum insights into the lived experience of a senior manager. This session is voluntary, and you will not be paid, it is for research purposes. This means that I do not associate names with comments, and I consolidate comments into other observations and secondary research to produce generalised conclusions. In appreciation for your help, I should be glad to return and discuss our overall findings with you after I have completed the data collection and analysis.
3.  Risks and Benefits
The risks associated with this study are minimal.  No sensitive information will be given out or shared with anyone.  Requested information from respondents’ will be kept in a secure environment. I will not be requesting and sensitive information about your organisation or the cost of your coaching or any confidential discussion you have held with your coach, will not be discussed or referred to in this session. The benefits of participating in this study is helping to enhance the field of coaching, giving your open perspectives on a subjective you have recently experienced as a valuable contributor to future research. 
4.	Confidentiality
Data from the interviews will be protected.  Only the researchers on the study will have access to the data. They include the principal investigator and the supervisor, Professor Terri Carmichael of Wits Business School.
5.  Compensation
There is no compensation, this is on a voluntary basis. The results of the study can be sent to you upon you request.
6.  Informed Consent
The study will be explained to you and you are welcome to ask any questions.  Subjects will be participating in this study, with a face-to-face session.  Please sign at the end of this letter once you are comfortable with your participation. Further, I am requesting permission to audio-record the interview so that I can be sure of capturing the data accurately. The recording will also be kept confidential and will be deleted once the study is complete, examined and revised if required.
Respondent’s Signature:	________________ Date:	_________________
Respondent’s Name:	________________  


[bookmark: _Toc4865625]APPENDIX B – Consent Form
I hereby agree to participate in research on “The development and benefits of self-awareness through executive coaching in the South African banking sector”.  
I understand that I am participating freely and without being forced in any way, to do so. I also understand that I can stop participating at any point should I not want to continue and that this decision will not in any way affect me negatively.
I understand that this is a research project whose purpose is not necessarily to benefit me personally, in the immediate or short term.
I understand that my participation will remain confidential.
I am comfortable that the interview will be audio recorded


Signature of participant:				Date:
____________________________		_________________

I hereby agree to the tape-recording of my participation in the study.

[bookmark: _Toc4865626]APPENDIX C – Interview Schedule
	Question
	Link

	1. Describe your views on self-awareness and its role within executive coaching?
	Self-Awareness Theory 

	 2. Describe in your view, what is emotional intelligence in relationship to self-awareness?

	Emotional intelligence
· How did you adjust your emotions when you deal with conflict? 
· How do you relate emotions with self-awareness?
· How has self-awareness helped you to solve problems through managing your emotions.

	3. Have you received any feedback from your work colleagues that made you more aware of your self-awareness?
	Development of self-awareness.

	4. Describe how self-awareness has contributed to your development in your role as a senior manager?

	Development of self-awareness 

	5. Would you consider the perception of others about you, as important in your own self-awareness development?
	Perceived benefits

	6.In what ways do you think others’ perception about you may influence you to adapt your behaviour to their expectations?
	Development through coaching



	7.Did you solicit feedback from others before coaching? If yes, why? If no, why not?
	Development 

	8.Did you provide feedback about yourself to work colleagues, before coaching?
After coaching? If yes, why? If no, why not?
	Development 

	 9.How would you describe the dimensions of self–awareness?
Are there areas in your life that you think you did not know about yourself, nor did others know, until you went through executive coaching?
	Self-awareness dimension
Johari’s Window

	10. What did you learn about yourself during the executive coaching session?
	Personal and Professional Goals 

	11. What are the benefits of self-awareness?

	· Do you believe that you have handled conflict differently since attending coaching? 
· Have you been able to be more self-aware and make others feel supported and accepted as a valued team member by valuing new ideas, thoughts and different point of views through executive coaching?
· Stress management: do you believe you have had the ability to have increased self-awareness on how to react to stressful situations?
· Work-Life Balance:  Do you have the ability to accommodate work-life balance to keep focus and discipline in their personal life.
· Leadership and Management: Do you believe you have increased self-awareness of your strengths and weaknesses for improvement and growth.

	12. How has self-awareness contributed to you as a senior manager achieving your personal and professional goals?
	Personal and professional goals.

	13.What changes did you make through understanding yourself?
	Self-awareness theory.

	14.What have you done differently after receiving executive coaching?
	Looking for links to self-awareness, OR, what did the coachee see as the “big themes” or benefits of coaching.

	15.How has increased self-awareness affected your personal and professional development goals?
	Part of Self-Awareness Dimensions. 




[bookmark: _Toc4865627]APPENDIX D - Johari’s Window Questionnaire

Dear …..
For research information, confidentiality and complete consent, please click on the link below.
Senior Managers eligible to participate in this research are:
(a) Senior Management role for a minimum of five years; 
(b) who regularly directs/leads the work of two or more employees;
(c) who has experienced executive coaching in the past 18 months;
1. Over the next 14 days, please follow the Johari’s Window Self-awareness link to take the survey. This survey will take approximately 10 – 15 minutes to complete.  
Your participation is strictly voluntary and will help contribute to the research on self-awareness and all information is highly confidential which the responses will remain anonymous. You are not required to give your name or identify your organisation of work. The purpose of the information is only for research on self-awareness. If you are interested in the final results of the study, please contact the researcher, Sharmla Chetty, Sharmla.Chetty@dukece.com and provide an email address to send the final results.
Thank you, in advance, for your time and consideration.


Johari Window Questionnaire

Instructions:
•	Carefully read each numbered item and its statements marked "A" and "B."
•	Assign a point value to the A and B statements as follows:
•	The total point value for A and B added together is five (5).
•	If statement A is most similar to what you would do, mark 5 for A and 0 for B.
•	If A is not wholly satisfactory, but in your judgment better than B, mark 4 or 3 for A and 1
or 2 for B.
•	The converse is true: if B is best mark 5 for B and 0 for A and so on.

1)  If a friend of mine had a "personality conflict" with a mutual acquaintance of ours with whom it was important for him/her to get along, I would:

A. Tell my friend that I felt s/he was partially responsible for any problems with this other person and try to let him/her know how the person was being affected by him/her.

B. Not get involved because I wouldn't be able to continue to get along with both of them once I had entered in any way.


2)  If one of my friends and I had a heated argument in the past and I realized that s/he was ill at ease around me from that time on, I would:

A. Avoid making things worse by discussing his/her behaviour and just let the whole thing drop.

B. Bring up his/her behaviour and ask him/her how s/he felt the argument had affected our relationship.

3)  If a friend began to avoid me and act in an aloof and withdrawn manner, I would:

A. Tell him/her about his/her behaviour and suggest that s/he tell me what was on his/her mind.

B. Follow his/her lead and keep our contact brief and aloof since that seems to be what s/he wants.


4)  If two of my friends and I were talking and one of my friends slipped and brought up a personal problem of mine that involved the other friend, of which s/he was not yet aware, I would:

 	 A. Change the subject and signal my friend to do the same.

B. Fill my uniformed friend in on what the other friend was talking about and suggest that we go into it later.
5)  If a friend of mine were to tell me that, in his/her opinion, I was doing things that made me less effective than I might be in social situations, I would:

A. Ask him/her to spell out or describe what s/he has observed and suggest changes I
might make.

 	 B. Resent his/her criticism and let him/her know why I behave the way I do.


6)  If one of my friends aspired to an office in our organization for which I felt s/he was unqualified, and if s/he had been tentatively assigned to that position by the leader of our group, I would:

A. Not mention my misgivings to either my friend or the leader of our group and let them handle it in their own way.

B. Tell my friend and the leader of our group of my misgivings and then leave the final decision up to them.


7)  If I felt that one of my friends was being unfair to me and his/her other friends, but none of them had mentioned anything about it, I would:

A. Ask several of these people how they perceived the situation to see if they felt s/he was being unfair.

B. Not ask the others how they perceived our friend but wait for them to bring it up with me.


8)  If I were preoccupied with some personal matters and a friend told me that I had become irritated with him/her and others and that I was jumping on him/her for unimportant things, I would:

A. Tell him/her I was preoccupied and would probably be on edge for a while and would prefer not to be bothered.

 	 B. Listen to his/her complaints but not try to explain my actions to him/her.


9)  If I had heard some friends discussing an ugly rumour about a friend of mine which I knew could hurt him/her and s/he asked me what I knew about it, if anything, I would:

A. Say I didn't know anything about it and tell him/her no one would believe a rumour like that anyway.

B. Tell him/her exactly what I had heard, when I had heard it, and from whom I had heard it.

10) If a friend pointed out the fact that I had a personality conflict with another friend with whom it was important for me to get along, I would:

A. Consider his/her comments out of line and tell him/her I didn't want to discuss the matter any further.

B. Talk about it openly with him/her to find out how my behaviour was being affected by this.


11) If my relationship with a friend has been damaged by repeated arguments on an issue of importance to us both, I would:

A. Be cautious in my conversations with him/her so the issue would not come up again to worsen our relationship.

B. Point to the problems the controversy was causing in our relationship and suggest that we discuss it until we get it resolved.


12) If in a personal discussion with a friend about his/her problems and behaviour s/he suddenly suggested we discuss my problems and behaviour as well as his/her own, I would:

A. Try to keep the discussion away from me by suggesting that other, closer friends often talked to me about such matters.

B. Welcome the opportunity to hear what s/he felt about me and encourage his/her comments.


13) If a friend of mine began to tell me about his/her hostile feelings about another friend whom s/he felt was being unkind to others (and I agreed wholeheartedly), I would:

A. Listen and also express my own feelings to me/her so s/he would know where I
stood.

B. Listen, but not express my own negative views and opinion because s/he might repeat what I said to him/her in confidence.


14) If I thought an ugly rumour was being spread about me and suspected that one of my friends had quite likely heard it, I would:

A. Avoid mentioning the issue and leave it to him/her to tell me about it if s/he wanted to.

B. Risk putting him/her on the spot by asking him/her directly what s/he knew about the whole thing.
15) If I had observed a friend in social situations and thought that s/he was doing a number of things which hurt his/her relationships, I would:

A. Risk being seen as a busy body and tell him/her what I had observed and my reactions to it.

B. Keep my opinion to myself rather than be seen as interfering in things that are none of my business.


16) If two friends and I were talking and one of them inadvertently mentioned a personal problem which involved me, but of which I knew nothing, I would:

A. Press them for information about the problem and their opinions about it.

B. Leave it up to my friends to tell me or not tell me, letting them change the subject if they wished.


17) If a friend seemed to be preoccupied and began to jump on me for seemingly unimportant things, and became irritated with me and others without real cause, I would:

A. Treat him/her with kid gloves for a while on the assumption that s/he was having some temporary personal problems which were none of my business.

B. Try to talk to him/her about it and point out to him/her how his/her behaviour was affecting people.


18) If I had begun to dislike certain habits of a friend to the point that it was interfering with my enjoying his/her company, I would:

A. Say nothing to him/her directly but let him/her know my feelings by ignoring him/her whenever his/her annoying habits were obvious.

B. Get my feelings out in the open and clear the air so that we could continue our friendship comfortably and enjoyably.

19) In discussing social behaviour with one of my more sensitive friends, I would:

 	 A. Avoid mentioning his/her flaws and weaknesses so as not to hurt his/her feelings.

B. Focus on his/her flaws and weaknesses so s/he could improve his/her interpersonal skills.


20) If I knew I might be assigned to an important position in our group and my friends' attitudes toward me had become rather negative, I would:

 	 A. Discuss my shortcomings with my friends so I could see where to improve.

 	 B. Try to figure out my own shortcomings by myself so I could improve.


Calculating Your Scores:
Copy your point values from the questionnaire to the appropriate spaces below. Add up the total points for each column.

[image: ]

[bookmark: _Toc4865628]APPENDIX E – Interview Schedule
Banks were excluded to maintain confidentiality.
	Respondent
	Gender
	Race

	R1 
	Female 
	Indian 

	R2 
	Female
	White

	R3
	Female
	White

	R4
	Female
	White 

	R5
	Female
	White

	R6
	Female
	White

	R7 
	Female
	White

	R8 
	Female
	White

	R9
	Female
	African

	R10 
	Female
	African

	R11 
	Male
	White

	R12 
	Male
	African

	R13
	Female
	White

	R14
	Female
	White

	R15
	Male
	White

	R16
	Male
	African



Johari's Window Framework

Solicit feedback 	
R 1	R 2	R 3	R 4	R 5	R 6	R 7	R 8	R 9	R 10	23	33	39	30	33	24	33	30	32	28	Willingness to self-disclose/Give feedback	
R 1	R 2	R 3	R 4	R 5	R 6	R 7	R 8	R 9	R 10	26	33	30	18	37	29	32	39	19	26	

Scale 0 -50




JW Framework: Total Score

Total Score	
Solicit feedback 	Willingness to self-disclose/Give feedback	305	289	
Total Score
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